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ABSTRACT
Without question, women numerically surpass men in the 
education profession, composing the greater percentage of 
teachers. Nonetheless, men dominate administrative 
positions at all levels. According to the literature, the 
female administrative aspirant faces numerous unique 
barriers making it more difficult for her to become a 
school administrator than for her male counterpart. As a 
result, she must use additional strategies if she intends 
to be successful in her pursuit of advancement.
In light of previous research, a survey was sent to 
all 182 principals in the Clark County School District 
which is centered in Las Vegas, Nevada. The purpose of 
this study was to ascertain if differences were evident 
between male and female principals in their demographics, 
barriers encountered, and strategies utilized as they 
pursued a principalship. Subjects included all male and 
female principals in the Clark County School District; male 
and female elementary, middle, and secondary principals; 
and male and female principals hired as principal or 
assistant principal from within and from without the Clark 
County School District. Because the Clark County School 
District installed a new selection pool system in 1989 in
iii
an attempt to make their administrative hiring practices 
more equitable, differences between male and female 
principals hired before and after 1989 were also studied.
Findings from this study support past research 
indicating differences continue between male and female 
principals in the areas of personal, educational, and 
organizational demographics. However, there appears to be 
less disparity in the professional demographics. With few 
exceptions, both men and women felt they had faced few 
barriers to their career advancement. Likewise, most 
subjects used many of the same strategies to advance in 
their career.
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More than a century ago, Havelock Ellis, a British 
scientist and man of letters, said, "The rise of women to 
their fair share of power is certain. . . .  I find it an 
unfailing source of hope" (Ferguson, 1980, p. 226). 
Unfortunately, women have not secured their "fair share of 
power" in the world of educational administration. In 
1909, Ella Flagg Young was appointed Chicago's first female 
school superintendent. She stated, "Women are destined to 
rule the schools of every city. . . .  In the near future we 
will have more women than men in executive charge of the 
vast educational system" (Shakeshaft, 1989, p. 18). Ms. 
Young was no prophetess— 75 years have passed and women are 
not yet in "executive charge."
Without guestion, women numerically surpass men in the 
education profession, composing the greater percentage of 
teachers. Nonetheless, men dominate the administrative 
positions at all levels (Doud, 1988; Pellicer et al., 1988; 
Valentine, Clark, Irvin, Keefe, & Melton, 1993).
Recent history has shown women have generally lost 
ground in the arena of educational administration. Female
elementary principalships dwindled from 64% in 1905 to 37% 
in 1991, while female teachers dropped from composing 97.9% 
of the elementary school teachers to 88% for the same 
period. On the other hand, the number of female secondary 
principals doubled during that same period from 5.7% of the 
secondary principalships in 1905 to 11% in 1991.
Meanwhile, the percentage of women in secondary school 
teaching positions decreased from 64.2% in 1905 to 56% in 
1991 (C. Hammond, personal communication on January 12, 
1994; National Education Association Research Division, 
1992; Shakeshaft, 1989). Although the relative percentages 
may change, one fact remains constant: Despite their fewer
absolute numbers, male educators have maintained a 
disproportionately higher percentage of administrative 
positions.
Numerous researchers have studied this phenomenon with 
varying conclusions. Some studies suggest discrimination 
and organizational structures preclude women from 
advancement opportunities (Truesdale, 1988; Warren, 1990). 
Others suggest women have knowingly chosen not to pursue 
the "fast track" to administrative power (Shakeshaft,
1989). Ultimately, the reasons the selected 
characteristics and profiles, also called demographics, of 
female principals and male principals differ may never be 
concretely quantified.
Even so, the female administrative aspirant appears to 
face numerous unique barriers making it more difficult for 
her to become a school administrator than for her male 
counterpart (Shakeshaft, 1989). Because of these 
additional barriers, she must use additional strategies if 
she intends to be successful in her pursuit of advancement.
Statement of the Problem
What are the differences between male and female 
principals in the Clark County School District (CCSD) in 
terms of demographics, perceived barriers encountered, and 
strategies used while in pursuit of the principalship?
Subproblems
1. What are the differences between male and female 
principals in the Clark County School District hired after 
the district installed the qualified selection pool system 
in 1989 and those hired before 1989 in terms of 
demographics, perceived barriers encountered, and 
strategies used while in pursuit of the principalship?
2. What are the differences between male and female 
elementary, middle, and secondary school principals in the 
Clark County School District in terms of demographics, 
perceived barriers encountered, and strategies used while 
in pursuit of the principalship?
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Ancillary Problem 
What are the differences between male and female 
principals hired from within and hired from without the 
Clark County School District in terms of demographics, 
perceived barriers encountered, and strategies used while 
in pursuit of the principalship?
Definition of Terms
Principals— This definition, for the main problem 
statement, included all currently employed CCSD principals 
as indicated by the questionnaire used in this study 
entitled the "Administrator Barrier-Strategy Inventory"
(ABSI).
Principals Hired Before 1989— This definition, for the 
first subproblem, included all currently employed CCSD 
principals assigned a principalship before the CCSD 
installed the qualified selection pool system in 19891 as 
indicated by the ABSI.
Principals Hired After 1989— This definition, for the 
first subproblem, included all currently employed CCSD
1The CCSD installed the qualified selection pool system 
in an attempt to make the administrative hiring practices 
more equitable. Before the system was installed, CCSD used 
typical hiring procedures: The district posted the position
and then interviewed those interested. Presently, those 
interested in administrative positions have to participate in 
an administrative seminar offered by the CCSD. Cuts are made 
along the way based on writing and leadership skills and 
endurance for the paperwork and work assigned in the seminar. 
Those who make the final cut are put in a pool and assigned 
to an administrative position based upon the availability of 
an opening.
principals assigned a principalship after the CCSD 
installed the qualified selection pool system in 1989 as 
indicated by the ABSI.
Elementary School Principal— This definition, for the 
second subproblem, included all currently employed CCSD 
principals of K-5th grade schools (the typical elementary 
grade school in the Clark County School District) and 
schools with any combination of grades within the K-5th 
context as indicated by the ABSI. All principals of 
alternative schools and self-contained special education 
schools were excluded from the definition of this variable.
Middle School Principal— This definition, for the 
second subproblem, included all currently employed CCSD 
principals of 6-8th grade middle schools as indicated by 
the ABSI. All principals of alternative schools and self- 
contained special education schools were excluded from the 
definition of this variable.
Secondary School Principal— This definition, for the 
second subproblem, included all currently employed CCSD 
principals of 9-12th grade senior high schools as indicated 
by the ABSI. All principals of alternative schools and 
self-contained special education schools were excluded from 
the definition of this variable.
Principals Hired From Within— This definition, for the 
ancillary problem, included all currently employed CCSD 
principals appointed to an assistant principalship or to a
principalship while employed in the CCSD as indicated by 
the ABSI.
Principals Hired From Without— This definition, for 
the ancillary problem, included all currently employed CCSD 
principals hired into the CCSD as an assistant principal or 
as a principal while employed in a district other than the 
CCSD as indicated by the ABSI.
Demographics— This variable was divided into four 
categories: Personal, Educational, Professional, and
Organizational. A definition of each category follows.
Personal Demographics— The CCSD principals' personal 
demographics included age, marital status, number of 
children, time spent out of the career staying home with 
children, other time spent away from the career, and racial 
ethnicity as indicated by the ABSI.
Educational Demographics— The CCSD principals' 
educational demographics included educational status of 
degrees and graduate hours upon assignment to first 
principalship and for present principalship, number of 
degrees currently held and number of degrees held upon 
assignment to first principalship as indicated by the ABSI.
Professional Demographics— The CCSD principals' 
professional demographics included number of years spent 
teaching before obtaining first principalship, number of 
years as a principal, number of applications to the 
prospective principal pool as an assistant principal,
number of months spent in the prospective principal pool, 
number of applications for a first principalship before 
obtaining one,2 number of years spent as an assistant 
principal, age upon assignment to first principalship, 
ultimate career goal, number of districts employed as 
either a teacher or administrator, and willingness to 
relocate for purposes of career advancement as indicated by 
the ABSI.
Organizational Demographics— The CCSD principals' 
organizational demographics included size (determined by 
student enrollment), student racial and ethnic composition, 
and socio-economic status (determined by the percentage of 
students on free or reduced lunch) of their present school 
as indicated by the ABSI.
Perceived Barriers— Perceived barriers are perceived 
obstructions, hindrances, or obstacles the aspiring 
principal must overcome to obtain an administrative 
position. The types of perceived barriers surveyed were 
internal, interpersonal, socialization and sex-role, sex 
discrimination, organizational, and other barriers as 
indicated by the ABSI.
Strategies— Strategies are techniques aspiring 
principals use to overcome perceived barriers presented in 
pursuit of the principalship. Those strategies surveyed
2This demographic applies only to those principals 
assigned a principalship before 1989.
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included professional visibility, personal strategies, 
professional strategies, and other strategies as indicated 
by the ABSI.
Conceptual Rationale 
Even though women constitute a majority in the 
educational arena, they are still underrepresented in 
educational administration. Not only are the numbers 
disproportionate, but the demographics of female principals 
appear to differ from their male counterparts. Previous 
research also suggests women face additional barriers and, 
therefore, reguire extra strategies in order to obtain 
administrative positions.
Many researchers have studied the reasons female 
administrators constitute the minority resulting in a 
myriad of theories. Some posit women simply do not pursue 
administrative positions; others suggest discrimination 
(Shakeshaft, 1989). Still others theorize that a lack of 
encouragement, mentors, and role models may play a crucial 
role while others postulate women do not administrate as 
effectively as men (Gibson, 1991/1992). In addition, some 
feel home and family demands act as major barriers 
(Adkison, 1981).
Whereas the gap between the sexes continues to narrow 
for some demographics, many continue to appear disparate. 
Women tend to hold more positions prior to becoming 
principals than men and also acquire higher degrees of
9
education than men. Further, women usually spend more time 
than men in the classroom as teachers prior to becoming a 
principal (Beason, 1992; Doud, 1989a). Research further 
suggests women face additional barriers men do not face 
while pursuing their careers. Some of these barriers 
include sex discrimination, negative employer attitudes, 
lack of networks, and family constraints (Warren, 1990).
Many have theorized that to succeed in administration, 
women must adopt and utilize extra strategies to overcome 
these additional barriers. These strategies include 
obtaining a mentor, establishing a career plan, obtaining 
advanced degrees, taking part in professional 
organizations, networking, being visible, volunteering, 
maintaining a positive attitude, and sharpening 
interviewing skills (Beason, 1992; Warren, 1990).
Recent studies suggest a trend in the United States 
toward hiring a greater percentage of female principals 
(Doud, 1989a; Valentine et al., 1993). The percentage of 
female elementary principals more than doubled between 1985 
and 1991, whereas that of female secondary principals 
almost tripled during the same period (Beason, 1992).
These figures could imply greater homogeneity in the 
demographics of male and female aspirants and fewer 
barriers. This increase suggests fewer strategies might be 
required for the female administrative aspirant.
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In 1989, the CCSD installed the qualified selection 
pool system in an attempt to make administrative selection 
more equitable. It was deemed appropriate for this study 
to compare those principals hired after the CCSD installed 
the qualified selection pool system in 1989 and those hired 
before 1989 in terms of demographics, perceived barriers 
encountered, and strategies employed while in pursuit of 
the principalship. This study provides additional insights 
into the current status of the CCSD's current hiring 
practices.
The final variables added to this study were 
principals in elementary, middle, and secondary schools.
The purpose was to determine if there were differences, by 
gender, between elementary, middle, and secondary school 
principals in their demographics, perceived barriers, and 
strategies.
A cursory glance at the secondary principalship 
nationwide with its low percentage of female principals 
(11%) could cause one to assume females aspiring to that 
position have to overcome more barriers than female 
elementary aspirants to be successful; after all, females 
currently hold 37% of the elementary principalships. This 
thinking may prove fallacious. It is important to remember 
women make up 88% of the elementary teaching staff; 
proportionately, therefore, elementary schools ought to 
have more female principals in their ranks (C. Hammond,
11
personal communication on January 12, 1994; National 
Education Association Research Division, 1992).
Nationwide, a difference exists of approximately 51% 
between female teachers and female principals staffed at 
elementary schools. Conversely, at the secondary level 
there is only a 45% difference between the percentage of 
female teachers and female principals staffed; females 
possess 11% of the principalships yet represent 56% of the 
teachers staffed at a secondary school.
Although many studies have been done for the 
elementary and secondary principalship, research is wanting 
in the area of gender impact on the demographics, barriers, 
and strategies for middle school (middle level) principals. 
Many times the middle school principal has been lumped into 
one category or the other. The inclusion of this variable 
adds to the research for this particular group of 
principals.
Significance of the Study 
This study is significant to individuals aspiring to 
become principals, especially in the CCSD. The present 
study hopes to have isolated factors intrinsic to the 
aspirant's demographics that could enhance or detract from 
his or her chances of being assigned a principalship. It 
also makes available to those aspiring administrators in 
the CCSD information about the barriers currently employed 
district principals felt they encountered as they pursued
12
administrative positions. The study also yielded 
information pertaining to the strategies used by the 
principals to overcome these barriers, thereby eguipping 
the aspirant with useful information about securing a 
principalship.
Delimitations
Only principals currently employed in the CCSD schools 
were chosen to participate in the study. Principals in 
private and parochial schools within the boundaries of the 
CCSD as well as retired or former CCSD principals did not 
participate. Assistant principals or vice principals were 
not surveyed.
Limitations
Not all principals hired by the CCSD came from within 
the CCSD's ranks. Some were hired either as an assistant 
principal or principal from another school district. As a 
result, some of these principals may have demographics that 
differ from those of the typical CCSD principal. They also 
might have experienced different barriers and used other 
strategies. In other words, the data might not completely 
reflect the CCSD and its hiring procedures. Also, some 
studies suggest a greater proportion of female 
administrators than male administrators are selected 
internally (Way, 1976). Therefore, the factor of source of
13
hire— within or outside the CCSD— was treated as an 
ancillary variable.
CHAPTER 2
REVIEW OF THE LITERATURE
History of Women in 
Educational Administration 
Whereas 72% of all public school teachers in 1991 
were female, women composed only 30% of all public school 
principals in the United States (Choy et al., 1993; 
National Education Association Research Division, 1992). 
With the exception of elementary principalships during the 
first few years of this century, male principals have 
consistently been the majority.
The proportion of female principals at the elementary 
level has experienced a steady decline since 1905, 
plummeting from 62% in 1905 to 37% in 1991. Obviously, 
this increased the proportional disparity for female 
elementary principals from only a 36% difference between 
the percentage of female elementary school teachers (98%) 
and female elementary principals (62%) in 1905 to a 51% 
difference between female elementary teachers (88%) and 




National Percentages of Female Elementary Principals and
Teachers. 1905-1991
Year 1905 1928 1950 1972 1982 1985 1988 1991
Female Elementary 
Principals
62 55 38 20 23 17 20 37
Female Elementary 
Teachers
98 89 91 84 83 84 80 88
Note. From Women in Educational Administration (p. 20) by C. 
Shakeshaft, 1989, Newbury Park, CA: SAGE. Copyright 1989 by Sage 
Publications, Inc. Reprinted and adapted by permission.
Additional source. From Status of the American Public School Teacher 
1990-1991 (p. 80) by National Education Association Research Division, 
1992, West Haven, CT: Author.
Additional source. From The K-8 Principal in 1988 by J. L. Doud,
1989, Alexandria, VAs National Association of Elementary School 
Principals.
Additional source. From C. Hammond, personal communication on January 
12, 1994. U.S. Department of Education, National Center for Education 
Statistics.
Data exclusively centered on middle level schools are 
scant. Researchers have often lumped middle level 
principals with either elementary or secondary principals. 
Recently, the National Association of Secondary School 
Principals (NASSP) conducted a national survey of middle 
school principals exclusively (Valentine et al., 1993). 
NASSP found surges in proportions of both female teachers 
and female principals at this level during the past decade. 
The percentage of female middle level principals more than 
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Source. From Leadership in Middle Level Education, Volume I: A 
National Survey of Middle Level Leaders and Schools by J. W. Valentine 
et al., 1993, National Association of Secondary Principals.
Additional source. From The Middle School in Transition: A Research 
Report on the Status of the Middle School Movement by K. Brooks & F. 
Edwards, 1978, Lexington, KY: University of Kentucky, The Center for 
Professional Development.
Even though women have never been in the majority as 
secondary principals, there is currently less disparity in 
the percentages. For example, in 1905, there was a 50% 
chasm between female secondary principals (6%) and female 
secondary teachers (56%). In 1991, there was only a 45% 
difference with female secondary principals at 11% and 
female secondary teachers at 56% (see Table 3).
Gender has always influenced the educational arena.
In colonial times, society deemed women unfit to teach 
children; teaching was a man's job. Nevertheless, by 1860, 
female teachers outnumbered male teachers (Clifford, 1989). 
The feminization of teaching occurring before World War II
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was primarily a matter of economics; women could be paid 
considerably less than men (Butts & Cremin, 1953; Sapiro, 
1990; Sklar, 1991).
Table 3
Percentage of Female Secondary Principals and Teachers
Year 1905 1928 1950 1972 1982 1985 1989 1991
Female Secondary 
Principals
6 8 6 1 3 4 12 11
Female Secondary 
Teachers
62 64 56 46 49 50 51 56
Note. From Identification of Career Barriers Faced and Professional 
Strategies Used by Female Secondary School Principals (p. 10) by J. H. 
Beason, 1992, Arizona State University. Reprinted and adapted by 
permission.
Additional source. From Status of the American Public School Teacher 
1990-1991 (p. 80) by National Education Association Research Division, 
1992, West Haven, CT: Author.
Additional source. From High School Leaders and Their Schools (Vol. 
I.) by L. O. Pellicer et al., 1988, Reston, VA: National Association 
of Secondary Principals.
Additional source. From C. Hammond, personal communication on January 
12, 1994. U.S. Department of Education, National Center for Education 
Statistics.
This rise in female educators was not without its 
detractors. For example, the president of Chicago's board 
of education expressed the concern of many from his 
Germanic community when he said women were seen as "too 
irritable, and having too little self-control, and it is
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thought that their influence tends to develop effeminacy in 
boys"3 (Clifford, 1989, p. 296).
To restore a strong, patriarchal role model for 
adolescents, especially boys, preferential hiring policies 
for men after World War II partially account for the dip in 
the percentage of female principals (Clifford, 1989). In 
order to retain and attract men to the teaching profession, 
young men were promised a rapid ascension to the 
principalship (Barter, 1959). Another explanation for the 
high rate of male administrators is that society assigns 
work by sex-role and socialization stereotyping (Linton, 
1936; MacLean, 1992). Therefore, men were traditionally 
assigned principalships over women. Some research also 
suggests many men view teaching as a stepping stone to an 
administrative position, typically spending not more than 
five years as a teacher (Mason, 1961; Seawell & Canady,
3A remnant of this mentality still exists today. 
Valentine et al. (1993), referring to the recent trend of 
staffing more female teachers at the middle level, stated:
Researchers and practitioners should give special 
attention to this issue. For many students, middle 
level schooling is their first significant experience 
with male teachers. If the shifting pattern continues 
at the present drastic rate, middle level schools will 
resemble elementary schools in male/female teacher 
composition. This will be an abnormal middle level 
environment for all students, but especially for boys 
needing male role models during the developmental years, 
(p. 29)
Oddly enough, the authors expressed no concern for girls 
concerning the lack of female role models in leadership 
positions. Females composed only 20% of the principalships 
at the middle school level when this book was written.
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1974; Yauch, Bartels, & Morris, 1955). Whatever the 
reason, the decade following World War II saw men enter the 
teaching ranks in great numbers (Tyack, 1967, p. 470). 
Consequently, this large cadre of male teachers quickly 
left teaching, swelling the administrative ranks.
The 1990s appear to be the decade for women to advance 
into administrative careers more easily. Recent studies 
indicate a trend toward hiring female principals in greater 
percentages than in previous years (Doud, 1989b; Hylar, 
1992; Lazarus, 1984; Valentine et al., 1993; Warren, 1990). 
The percentage of female elementary principals more than 
doubled between 1985 and 1991; female secondary principals 
almost tripled during those same years (see Tables 1, 2, & 
3) .
A 1988 study by the National Association of Elementary 
School Principals (NAESP) confirms this trend (Doud,
1989b). It revealed the average age of women had decreased 
to the point that, for the first time since the inception 
of the study, female elementary principals were younger 
than their male counterparts. This study predicted a 50% 
principal turnover in elementary schools (K-8) during the 
next ten years with the number of women as educational 
administrators increasing (Doud, 1989b).
Because surveys take time to collate and disseminate, 
it is difficult to plumb the current national status of 
female principals. However, Clark County School District
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(CCSD), the nation's 11th largest school district, reflects 
this apparent trend by showing a marked increase over 
recent national averages in the percentages of female 
principals in its ranks. Table 4, for example, shows these 
percentages as of September 20, 1994, the month this study 
was performed. Indeed, this trend in the CCSD seems to be 
pervasive at every school level.
Table 4
Percentage of Female Principals for the Nation and for the 
Clark County School District
Elementary Middle Secondary Total
Nation 37 20 11 30
Clark County
School District 59 50 22 54
Note. Figures for the nation are as of 1990-91. Figures for the CCSD 
are as of September 20, 1994. See Tables 1-3 for source information.
The following paragraphs summarize results from the 
review of the literature for the demographics, barriers, 
and strategies surveyed in this study. Corresponding 
tables located in Appendix IV contain the year of 
publication and the name of the author. In cases where the 
investigator applied statistical analyses, significance, if 
any, is noted. In addition, the school level is indicated 
and a brief summary of the study is included.
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Research on the Demographics of Male and 
Female Principals
"If principals, thru their own professional groups, 
are to help lift the principalship to higher standards they 
need to begin by examining the characteristics of 
principals serving the schools today" (Department of 
Elementary School Principals [DESP], 1948, p. 19). 
Demographics play an important role in providing the 
concerned administrator with a thumbnail sketch of the type 
of individual the organization tends to favor. They allow 
quick insight as to whether there are groups of 
participants, or potential participants, excluded from full 
participation in that organization. While, of themselves, 
demographics cannot definitely point to areas of weakness 
or bias, they can flag potential areas of concern for 
further investigation and analysis.
There is little doubt the educational world has 
suffered from the same types of myopic biases prevalent in 
all areas of modern society. As in any group, the absence 
of conscientious administrators may well have led to a 
disproportionate favoring of one group or groups over 
another in the areas of leadership and administration. Of 
particular interest in this study is whether disparities 
can be identified between the demographics of male and 
female principals at all levels.
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National studies have provided the following profiles 
of elementary, middle, and secondary principals.
The "typical" K-8 principal . . . is a white male, now 
47 years old. He is the administrator of one school, 
is responsible for 472 pupils, and has been this 
school's principal for five years. . . .  A 
professional in education for 22 years, he has been a 
school principal for 11 years, always in the school 
district he serves now. He holds a master's degree 
and state certification as a principal. . . . [H]e is 
upwardly mobile and has aspirations that go beyond the 
K-8 principalship. Politically he tends to be 
conservative. (Doud, 1989a, p. 143)
The typical middle level principal is a white male 
between 40 and 50 years of age, with a master's 
degree, more than 7 years in the principalship, and 10 
or more years of teaching experience. He has served 
as an assistant principal, a department chair or team 
leader, and has had some coaching experience. He 
administers a middle school with grades 6-7-8 and 
plans to remain in his present position for three to 
five years. (Valentine et al., 1993, p. 23)
The typical high school principal is a white male 
between the ages of 40 and 55 years with a master's degree
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as his minimal academic qualification. He has taught seven 
to nine years with prior coaching experience. Typically, 
he begins as a principal in an urban setting and moves to a 
larger school in suburban or urban locations. Today's 
secondary principal seems to be more satisfied with his 
career choice than principals in past surveys and plans to 
stay in the principalship; if he desires to leave the 
principalship, he aspires to the superintendency or other 
central office positions (Pellicer et al., 1988).
Personal Demographics
An overwhelmingly large number of studies conducted 
since 1928 reveal a disparity in the ages of male and 
female principals. That gap, however, is now nonexistent.
A 1958 comprehensive study of elementary principals (DESP), 
for example, showed female principals were approximately 
nine years older than their male counterparts (females 
median age— 52.1 years, males median age 43.7 years). 
Studies of elementary, middle, and secondary principals in 
the 1970s showed a gap of approximately five years. Most 
studies in the 1980s and early 1990s showed either no 
significant difference in their ages (Beason, 1992), or 
women tended to be younger— although the gap was minimal 
(Doud, 1989a; Jones, 1990; Warren, 1990) (see Table 21 in 
Appendix IV).
One study of female administrators at every school 
level (Campbell, 1984) revealed ethnicity is also a factor
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in the ages of the principals. Campbell ascertained 
minorities averaged two years older than white 
administrators. Senior high and middle school minority 
principals were also approximately two years older than 
their white counterparts.
A 1971 study (Gast) asked male and female elementary 
principals if they felt marital status was an important 
factor in the effectiveness of a principal. Thirteen 
percent of the females and 50% of the males said it was 
important. Then, when asked if the married or the single 
individual was more effective as a principal, 100% of the 
males and 71% of the females deemed the married principal 
more effective.
Marital status has plagued women in educational 
administration for years. On the one hand, a married man 
was a good candidate for administration because of the 
stability and support that presumably comes from such a 
relationship; on the other, marriage was a handicap for 
women because they lacked mobility and flexibility due to 
their husband's career and familial responsibilities. 
Married women left public school employment more frequently 
than did single women (Zimmerman, 1971). In fact, some 
school districts even prohibited married women from being 
school teachers, let alone administrators (Schmuck, 1975).
Single women, however, did not escape unscathed. Such 
women were often viewed as either a threat or an invader to
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the male domain (Carlson, 1976; Clifford, 1989). Owens 
(1975) found 70% of the male principals surveyed believed 
married women were considered more seriously for 
principalships than single women.
Morsink's (1966) findings typify how both marriage and 
spinsterhood hindered the female administrative aspirant. 
Morsink received two of many reasons from the male 
principals she surveyed as to why gender should be a factor 
in the principal selection: "married women don't have
time" and "unmarried women don't have the understanding"
(p. 137). Hence, any women seeking advancement found 
herself placed between a Scylla and Charybdis of societal 
mores.
A review of the studies shows male principals have 
been and still are overwhelmingly married compared to 
female principals. Beason (19 92), in her study of 
secondary principals, found a significant difference in 
marital status. For example, 95% of the male respondents 
were married, whereas only 61% of the females were married. 
Divorce rates for male subjects were 4%, whereas for 
females, the proportion was 16%. No males were widowed, 
but 2% of females had lost their husbands. Finally, only 
1% of male principals were single, whereas 16% of females 
were single (see Table 22 in Appendix IV).
An interesting sidelight to the marital status issue 
is the fact that in Warren's (1988) study of male and
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female administrative aspirants, there was no significant 
difference in their marital status (see Table 22 in 
Appendix IV). Two questions beg to be answered: If there
is no significant difference between male and female 
educational administrative aspirants concerning marital 
status, why is there a significant difference for 
principals? Does marital status figure into the selection 
process for principals?
Studies show more male principals than female 
principals have children. This is probably due to the fact 
a greater percentage of men than women are married. The 
men also have more children. Although most of the studies 
compared men and women regardless of marital status, Lepick 
(1965) compared the number of children married male and 
female principals had. The men had 2.2 children compared 
to 1.1 for the women (see Table 23 in Appendix IV).
Two studies compared the amount of time women and men 
took off for child care. None of the male secondary 
principals in Beason's (1992) survey had taken time off for 
child care, whereas 40% of the women had. Grant (1988) 
found 6% of the male aspirants had taken time off as 
compared to 22% of the females (see Table 24 in Appendix 
IV) .
In regard to racial ethnicity, both male and female 
principals are overwhelmingly white. A large study by the 
United States Department of Education surveyed all levels
of public school principals and found 86% were white (Choy 
et al., 1993). At the same time, the Department of 
Education also found that 87% of all public school teachers 
were white, reflecting no obvious disparity in the 
percentage of minority teachers and minority principals. A 
review of the literature further reveals, if there is a 
difference in ethnicity between the sexes, generally, a 
greater percentage of female principals will be nonwhite 
(Doud, 1989a; Pharis & Zakariya, 1979; Valentine et al., 
1993) (see Table 26 in Appendix IV).
Educational Demographics 
Educational attainment has undergone an evolution. 
Earlier studies comparing the education of male and female 
principals in the 1950s show men had more education and had 
attained higher degrees. That fact began to change in the 
mid-1970s and recent studies show female principals are 
more educated than male principals. Usually, a greater 
percentage of female principals than male principals have a 
doctorate. Since the master's degree is now a reguisite 
and the norm for administrative positions, with all but 2% 
of the nation's public school principals having at least a 
master's degree (Choy et al., 1993), many women have earned 
the doctorate as a career advancement strategy (see Tables 
27, 28, 29, & 30 in Appendix IV).
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Professional Demographics
All studies since the 1930s reveal female principals 
go into a principalship with more teaching experience than 
their male counterparts. A typical study (Beason, 1992) 
found a majority of females (57%) had taught more than 10 
years whereas the majority of men (60%) had taught 10 years 
or less (see Table 31 in Appendix IV).
Another evolution occurred in the mid-1970s. Up until 
that point in time, women averaged more years of experience 
in the principalship. Presently, men average approximately 
12 years and women average 5 years (see Table 32 in 
Appendix IV). This phenomenon may be due to the recent 
increase in newly hired female principals.
Only two studies compared men and women on how many 
times they applied for their first principalship (Beason, 
1992; Grant, 1988). In both studies, there were no 
significant differences in the number of applications (see 
Table 33 in Appendix IV).
One study (Tashkandi, 1991) surveyed urban junior and 
senior high principals concerning the number of years they 
had served as assistant principal. No test of significant 
difference was performed; nevertheless, 57% of the females 
and 23% of the males had spent four years or more as an 
assistant principal (see Table 34 in Appendix IV).
Studies since the 1930s, when researchers began to 
study this particular demographic, reveal men have been and
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still are consistently, on average, younger when first 
appointed to a principalship (see Table 35 in Appendix 
IV). Dill (1987) not only found male and female secondary 
principals obtained their first principalships at a 
significantly different age (men were 38 years old and 
women were 42 years old), but the age at which they decided 
to seek a principalship also differed significantly. Men 
sought the principalship at a mean age of 34 years compared 
to 39 years for women. The time between deciding to seek a 
principalship and appointment to a principalship did not 
differ between those males and females surveyed.
Most studies since the 1950s have indicated more men 
than women aspire to higher administrative positions in the 
school district, and women tend to favor central office 
positions. Generally, more female principals than male 
principals view the principalship as their ultimate career 
goal and do not desire to advance further in their career 
(see Table 36 in Appendix IV).
Men have been and continue to be more mobile. For 
example, men have served in more school districts than 
women. Likewise, Beason (1992) found significantly more 
males (41%) than females (22%) had relocated for the sole 
purpose of taking an administrative position (see Tables 
37, 38, & 39 in Appendix IV).
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Organizational Demographics
Student enrollment impacts many aspects of the 
principal's career. Salary, prestige, and allocation of 
resources are often tied into the size of the school. Most 
of the studies since the 1920s indicated men administered 
schools with larger enrollments than did women. However, 
studies in the late 1980s and early 1990s suggest no 
significant difference between the sexes exists relative to 
school size (Dill, 1987; Spalding, 1987). Beason's recent 
study (1992) even suggests the trend could be reversing; 
she found a significantly greater percentage of female 
secondary principals (62%) than males (46%) headed schools 
with over 1,000 students (see Table 40 in Appendix IV).
A few studies examined the racial composition of the 
students at the principals' schools. In 1968 (DESP), more 
men than women felt their student body was widely 
diversified in cultural background. More recent studies 
show women head student bodies with larger enrollments of 
minority students than do men (Choy et al., 1993). One 
such study (Beason, 1992) found more females (22%) than 
males (9%) had a student body population less than 50% 
white (see Table 41 in Appendix IV). This could be 
explained by the fact more women than men are principals in 
urban school districts (Bowman, 1987; Choy et al., 1993; 
Dill, 1987; Doud, 1989a; National Education Association
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Research, 1987; Pellicer, Anderson, Keefe, Kelly, & 
McCleary, 1988; Truesdale, 1988).
Another organizational demographic that could be 
explained by the fact more women than men are principals in 
urban schools, is the low socio-economic status of schools 
headed by females (Beason, 1992). However, one study 
examined elementary suburban principals exclusively (Olson, 
1980). Even though this was not a study where women worked 
in urban areas and men worked in suburban areas, this study 
still found more women than men worked in lower socio­
economic schools. Olson found the mean percentage of 
students on free or reduced lunch in schools headed by 
women (10.5%) slightly exceeded the men's (9%). Also, the 
mean percentage of families with incomes in excess of 
$25,000 was less for women's schools (25%) than for men's 
(38%) (see Table 42 in Appendix IV).
Research on Perceived Barriers Women 
Confront While Pursuing 
a Principalship 
Betz and Fitzgerald (1987), in their book on career 
psychology of women, addressed the additional barriers 
women confront:
It appears that women face not only the usual 
difficulties in vocational adjustment, but that these 
difficulties are often exacerbated by the presumed 
incompatibility of their sex role with their work
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role. Women share with other minority groups 
externally imposed barriers such as formal and 
informal discrimination that most white men are not 
required to face. Finally, there appear to be 
barriers and conflicts unique to women workers. (p. 
168)
In other words, although women's career development is not 
much different than men's, it is much more complex because 
of the many barriers imposed on women.
Many studies have been done on the barriers women felt 
they faced while pursuing the principalship (Gardner, 1991; 
Grant, 1988; Beason, 1992; Shakeshaft, 1989). For purposes 
of this study, these perceived barriers have been 
categorized into two types: internal and external.
Internal barriers are personal barriers over which a woman 
has control and can change; external barriers are those 
society places upon the woman requiring societal and 
institutional change. Again, for this study, based on the 
literature, the category "external barriers" has been 
subdivided into four types: interpersonal, socialization
and sex-role stereotyping, sex discrimination, and 
organizational.
Internal Barriers 
Internal barriers are personal obstacles that can be 
changed from within the individual. They include lack of 
self-confidence, lack of assertiveness, poor self-image,
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and a reluctance to take risks (Beason, 1992). Sometimes 
internal barriers are used as the only explanation for the 
underrepresentation of women in educational administration 
(Williams, 1977); some people do not believe external 
barriers factor into the disparity (Shakeshaft, 1989).
In most of the research, respondents infrequently 
cited internal barriers as barriers to their career 
progress. They felt external barriers ranked much higher 
in having an effect on their career advancement (Campbell, 
1984; Pacheco, 1982) (see Table 43 in Appendix IV).
Interpersonal Barriers 
Interpersonal barriers are caused by the presence or 
lack of relationships and include: lack of mentors, lack
of role models, lack of encouragement from peers and 
family, lack of professional networks, and conflict with 
the spouse's career (Beason, 1992; Shakeshaft, 1989).
Women of every profession have experienced interpersonal 
barriers. Many women, for example, feel they do not 
receive needed support from their husbands; not only do the 
husbands' careers come first, but housework and child 
rearing become the women's second full-time job 
(Hochschild, 1989). On the other hand, many successful 
women attribute part of their achievement to a supportive 
spouse or significant other (Turk, 1985).
Women school administrators apparently do not differ 
greatly from women in other professions. Pavan (1987)
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specifically studied the sex-role stereotyping of household 
chores by aspiring and incumbent school administrators. 
Pavan found both men and women averaged 52 hours a week 
working at their careers; however, women put in 
significantly more hours on household chores than men.
Jones and Montenegro (1982) found the greatest 
external barriers perceived by their respondents were lack 
of influential sponsors4 and lack of professional 
networks. Mentoring, one piece of network support, is also 
a very important means to career advancement (Gibson, 
1991/1992). Related to external career influences, a more 
critical factor for women than for men is personal 
encouragement by superiors (Gross & Trask, 1976; Poll,
19 78). Schmuck's (1975) study revealed, for example, that 
over half the administrative women in her study would not 
have gone into administration without encouragement and
4Josefowitz (1980) explains the difference between a 
mentor and a sponsor:
A sponsor is "one who vouches for the suitability of a 
candidate for admission." A mentor is defined as: "a
wise and trusted teacher." . . .  A mentor teaches what 
you need to know now. A mentor may or may not be able 
to influence your career and need not have any 
particular clout in the organization. A sponsor may 
have very little to teach you about your job, but can 
help your career by recommending you for special 
projects, by speaking for you, by taking you along on 
assignments. A sponsor focuses on your future and must 
have influence in the organization. . . . Sometimes your 
mentor and sponsor are the same person. . . . Each time 
you reach a new level, you need a mentor to teach you 
the ropes, but as soon as you know them, you need a 
sponsor to help you reach the next level. (pp. 93-94)
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help from a supervisor. Yet, women receive less 
encouragement from supervisors to prepare for 
administration than do men (Matheny, 1973). Along the same 
lines, Beason (1992) found significantly more women than 
men felt exclusion from the "old boys/girls" network, lack 
of a professional network, and lack of role models had been 
barriers to their career advancement (see Table 44 in 
Appendix IV).
Socialization and Sex-role 
Stereotyping Barriers 
Sex-role and socialization theories suggest society 
deems certain positions or careers more suitable to one 
gender than the other. This socialization begins at home 
and continues in school and society (Adkison, 1985). In 
the education profession, society currently views teaching 
as a feminine position and stereotypes management as a 
masculine role (Adkison, 1981). Many studies suggest sex- 
role socialization is a strong barrier to women in 
educational administration; fewer women even attempt to 
enter administration as a result (Adkison, 1981).
Socialization and sex-role stereotyping barriers 
include: lack of opportunities for training, reluctance to
leave teaching, time taken away from the career to stay 
home with children, and conflict with the spouse's or 
significant other's career. Socialization and sex-role 
stereotyping places the role of homemaker and child-rearer
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upon the woman. Not only does the woman have to juggle the 
demands of both career and family, she may also shoulder 
guilt about even attempting a career. For example, the 
American Association of School Administrators (AASA) 
(Educational Research Service, 1981) surveyed 
superintendents and school board presidents and reported 
their feelings toward the working mother. Twenty-two 
percent of the male school board presidents and 15% of the 
male superintendents believed positions of leadership were 
not acceptable roles for women— mothers or not. Fifty-six 
percent of the male superintendents and 5 9% of the male 
school board presidents felt pregnancy and administrative 
careers did not mix. Thirty-six percent of the male 
superintendents and 47% of the male school board members 
felt "a woman who stays at home all the time with her 
children is a better mother than a woman who works outside 
the home at least half time" (ERS, 1981, p. 12); only 4% of 
the female superintendents and 13% of the female school 
board presidents agreed with this item.
On the other hand, that same year, Avila (1981) found 
superintendents, school board members, and principals in 
Arizona did not support the prevailing view regarding 
preference given to males over females if the 
qualifications were equal. The respondents indicated they 
would give no preference in hiring either sex for the 
positions of superintendent, assistant or associate
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superintendent, principal, assistant principal, and other 
administrative positions.
A different socialization and sex-role stereotyping 
problem occurs with career interruptions. Obviously, the 
reason given most frequently for women taking time off in 
their career is child bearing and raising; for men, it 
includes other work and military experience. Historically, 
women's roles, accomplishments, and goals have not been 
held in as high esteem or importance as men's (Deaux & 
Emswiller, 1974). Paddock's (1981) research verified that 
very sentiment:
While service in the military is considered valuable 
experience for men, being a homemaker is not usually 
thought of as adding to the skills and talents women 
need for administrative jobs. Thus, women who 
interrupt their careers do not spend the intervening 
time in what school boards and selection committees 
consider useful or relevant experience. (p. 194)
Even though men may not have taken off as much time as 
women, more male principals than female principals have 
worked a second job which can take away from the first job 
(Moss, 1965).
The more recent studies suggest few females consider 
their career interruption of staying home with the children 
a barrier (Beason, 1992; Grant, 1988; Way, 1976) (see Table 
45 in Appendix IV). One study (Grady, 1992) compared two
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groups of administratively certificated women— those who 
sought administrative positions and those who did not. In 
analyzing selected characteristics, the researcher found no 
significant differences with family responsibilities. In 
other words, those women who did not seek administrative 
positions were no more or no less encumbered with familial 
responsibilities than were the women who applied for 
positions. However, significant differences were found 
between the groups based on encouragement and education.
Schmuck (1975) found, among the female and male 
educational administrators she interviewed, not one female 
had interrupted her career after becoming an administrator. 
Yet most of the males had interrupted their administrative 
careers for military service, education, or another 
occupation. Both men and women took breaks in their 
earlier years. Since men were typically younger 
administrators and had spent relatively little time in the 
classroom, their breaks occurred during their 
administrative careers (see Table 25 in Appendix IV).
Sex Discrimination Barriers
Sex discrimination in public schools used to be an 
acceptable practice. Many people living today remember 
when male teachers were paid more than female teachers for 
the same job. Others still remember when pregnant women
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were not allowed to continue teaching.5 Before World War 
II, married women were often not permitted to teach 
(Clement, 1975).
Even though there may not be any written policy 
excluding women from educational administration (Taylor, 
1970), some women feel sex discrimination is still a 
barrier to their career advancement (Beason, 19 92; Bowman, 
1987; Paddock, 1977; Schreiber, 1971). Taylor (1970) and 
Tipple (1972) found in their studies of board members and 
superintendents that in a choice between two candidates of 
approximately equal qualifications and experience, a man 
would be selected in preference to a woman.
Sex discrimination barriers include covert and overt 
barriers. Overt barriers are those such as preferential 
hiring procedures, lack of proper publication of position 
openings, and fitting a job description to a certain 
candidate. Covert barriers may include negative attitudes 
toward one sex or the other, negative attitudes toward 
female administrators, and exclusion from the good old boy 
network.
50ne fascinating aspect about reviewing the literature 
is reading about the "good old days." Many liberties women 
take for granted today were not granted to women of 
yesteryear. For example, referring to the impact that two 
U.S. Supreme Court decisions (Cleveland Board of Education v. 
LaFleur & Cohen v. Chesterfield County School Board) would 
have on women, Owens (1975) said, "The decision[s] will allow 
women to have increased freedom about remaining in the 
classroom during pregnancy" (p. 36).
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Some researchers have documented the fact that people 
hire people like themselves. In other words, if white 
males are the prevailing administrators, they will tend to 
hire white males. To this end, the authors of a book 
printed in 1955 for beginning teachers wrote:
Young men appear to have the greatest chance to 
obtain these appointments, particularly in the 
elementary school. Superintendents, who are 
almost universally men, are likely to be partial 
to male subordinates. There is a wide-open field 
in elementary school administration for young men 
who have prepared to teach at the elementary 
school level and have had a minimum of three to 
four years of successful classroom teaching 
experience at this level. (Yauch, Bartels, &
Morris, 1955, p. 88)
Despite affirmative action, Title VII, Title IX, and 
the women's liberation movement, sex discrimination still 
exists in the educational administration world. "The good 
old boy system of hiring and promoting employees has 
adapted itself to survive within the confines of 
affirmative action" (as cited in Shakeshaft, 1989, p. 103). 
In a more recent study (Campbell, 1984), 65.9% of the 
female administrators reported the greatest barriers to 
their career advancement were the "buddy system" and
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exclusion from the good old boy network (see Table 46 in 
Appendix IV).
A study by David Gardner and Charol Shakeshaft 
(Shakeshaft, 1989) in 1978 and 1979 shows how the myth of 
affirmative action actually creates negative attitudes 
towards females and minorities even though it is not, in 
reality, being implemented. They met with white male 
candidates who had interviewed for jobs in a variety of 
school districts in the state of Texas. Each of these men 
had been told that, although they were very qualified, 
affirmative action regulations in their districts required 
them to hire a woman or a minority for that position. 
Understandably, the men were angry and in return expressed 
wrathful sentiments toward women and minorities. The 
clincher for this study was that, unbeknownst to the male 
candidates, not one woman or minority candidate had been 
selected to fill these positions; in every case, a white 
male had been hired.
A decade after the Gardner and Shakeshaft study, Grant 
(1988) studied unequally qualified male and female 
aspirants who had earned their administrative certificates. 
In this case, the female aspirants had more years of 
classroom experience and higher educational levels. Grant 
found no significant differences in the number of times 
male and female aspirants applied for a principalship. 
Although there was only a 5% difference in the number of
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times female respondents applied for principal positions as 
compared to males, 20% more of the male respondents had 
obtained a principalship. Possible sex discrimination 
occurred again when only 17% of the females, compared with 
31% of the males, had been invited to apply for 
administrative openings— a statistically significant 
finding (see Table 46 in Appendix IV).
Twenty percent of the female secondary principals in 
Beason's (1992) study felt sex discrimination had been a 
barrier to their career advancement. They felt negative 
attitudes toward women in administration hindered their 
career (see Table 47 in Appendix IV). From the teachers' 
standpoint, the research does not bear out negative 
attitudes toward women in administration since both male 
and female teachers generally feel male and female 
principals perform equally well. Generally, when teachers 
have worked with both male and female principals, they do 
not indicate a preference (Moore, 1977). Carlson (1986) 
found, when there was a difference in the perception of a 
principal's performance, the male teachers viewed the male 
principals as being better, and the female teachers 
generally viewed the female principals as better. Spalding 
(1987) found female principals at the secondary and middle 
school level were selected by the teachers as being more 




Organizational structure proves to be yet another 
barrier potentially precluding women from career 
advancement. Ortiz (1982) asserted that typical female 
positions in public education such as elementary school 
principals, supervisors, and consultants lack the 
visibility and occasion to associate with superiors to 
learn organizational reguirements or career advancement 
strategies. She suggested women should be aware that the 
superintendents and school board members in her study were 
more willing to appoint women to stereotypical female 
positions rather than to traditional male positions such as 
a superintendency or secondary school principalship.
Organizational barriers include: lack of
experience, lack of access to informal interactions, being 
placed in too many staff positions instead of line 
positions, and job requirements eliminating eligibility 
(see Table 47 in Appendix IV). Truesdale (1988) found the 
main barrier to educational administrative positions for 
women to be an organizational barrier: lack of previous
administrative experience in the organization. The 
aspirants in Edson's study (1981) also ranked their number 
one barrier as lack of administrative experience while sex 
discrimination ranked second. These women felt men were 
often hired for their potential, where women had to
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demonstrate they were competent before they were hired.
The women felt they were in a vicious cycle:
They are repeatedly told in interviews that they 
cannot be hired because they lack experience, a 
problem they invariably refer to when discussing 
instances of discrimination. At the same time, they 
feel they are not given the opportunity to gain the 
necessary experience because females are not generally 
seen as appropriate candidates for administrative 
jobs. (Edson, 1981, p. 178)
Many times, important decisions are made in the bar, 
at the golf course, or at private gatherings. People only 
discuss acceptable matters and opinions for public record 
at formal meetings (Betz & Fitzgerald, 1987). Those not 
privy to these informal interactions are excluded without 
even knowing it.
Over the years more and more women have come to 
realize that the doors to advancement in the world of 
education and elsewhere were and are barred by the 
system, and not by any innate, gender-related flaws in 
ourselves. More and more women are aware that it is a 
system of preference among those with power, a system 
where merit remains largely undefined and totally 
unrelated to skill or ability or achievement.
(Abramson, 19 77, p. 13)
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Truesdale (1988) concluded that promotion of women to 
principalships had nothing to do with the number of women 
applying, but rather with the employment practices of 
school districts. Although the mean numbers of Truesdale's 
female applicants in all four regions studied throughout 
the United States were the same, female applicants from the 
West Coast and Mid-Atlantic regions had a higher 
appointment rate than the Inter-Mountain and Northeast 
regions.
Research on Strategies Used by Women 
to Overcome Barriers
Because of the underrepresentation of women in 
educational administration, programs have been designed to 
give women necessary strategies to fill more of the 
administrative positions. Project Assisting Women to 
Advance through Resources and Encouragement (AWARE), 
sponsored by the American Association of School 
Administrators (AASA) is an example of such a program; over 
50% of those women participating in the program became 
administrators within four years (Warren, 1990). Other 
such programs include Women in School Administration 
(WISA), Sex Equity in Education Leadership (SEEL), and 
Female Leaders for Administration and Management in 
Education (FLAME) (Beason, 1992).
In addition to attending specific programs, women 
report using other strategies to promote their career
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advancement. Warren (1990) summarized strategies 
recommended by successful female principals in her study 
and by other researchers. Those strategies included 
creating a career plan, obtaining advanced degrees and 
certifications, acquiring professional job skills, 
recognizing sexual inequity in the workplace, joining 
network and support groups, obtaining a mentor, 
participating in an internship, applying for administrative 
positions, having a positive attitude, and persisting.
Likewise, Beason (1992) asked the subjects in her 
study to recommend strategies. Both male and female 
respondents in Beason's study offered similar 
recommendations: gaining leadership skills, obtaining
professional training, acquiring people skills, and 
becoming visible. The sexes differed in a couple of 
strategies, however. The males, for example, urged the 
need to acquire a mentor and the concept of working hard to 
be successful, whereas the females suggested the need to 
obtain as much administrative experience as possible.
Professional Visibility Strategies
Some of the more common visibility strategies are 
participation in professional organizations, community 
organizations, and club activities. Other professionally 
visible strategies include volunteering for committees, 
taking on extra jobs, and participating in internships.
Several studies reported use of professional 
visibility strategies. For example, over 70% of the female 
administrators in Campbell's (1984) study reported becoming 
professionally visible was a highly successful strategy. 
More women than men in Beason's (1992) study also reported 
volunteering for committees and participating in 
internships as strategies they had used (see Table 48 in 
Appendix IV). Further, Witte (1980) urged the need for 
women to be involved not only in professional 
organizations, but community and club activities. She 
suggested school boards and those involved with hiring are 
interested in well-rounded people.
A literature review shows both men and women have been 
active in all types of professional, civic, service, and 
community organizations. It was difficult to ascertain 
which sex was more involved in these organizations. 
Typically, however, men participated more in fraternal 
organizations and women participated more in professional 
organizations (see Table 48 in Appendix IV).
Personal Strategies
Personal strategies are those strategies involving no 
other relationships; they are strategies over which one has 
full control. These strategies may include developing time 
management skills to balance family and career, setting 
career goals, and self-motivation.
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Campbell's (1984) successful female administrators 
felt developing a positive self-concept, setting career 
goals, and being more assertive were highly successful 
strategies they had used to overcome barriers. A majority 
of Beason's (1992) female principals had developed time- 
management skills, used positive self-talk strategies, and 
set career goals as strategies to obtain their 
principalships (see Table 49 in Appendix IV).
Others have also recommended using a defined career 
plan. One should be prepared, certified, and gualified 
(Clemens, 1989; Edson, 1988; Truesdale, 1988; Warren,
1990). In other words, the literature suggests women need 
to implement certain personal skills if they want to 
succeed in jumping any extra hurdles.
Professional Strategies
Professional strategies are strategies many 
researchers recommend strongly because they seem to be 
extremely effective. These are active strategies one uses 
to move upward in the career. Among others, they include 
obtaining a mentor or sponsor, utilizing an old boy/"new 
girl" network, attending seminars and workshops, obtaining 
a doctorate, and relocating to take an administrative 
position.
Seeking advanced training was ranked by a large 
percentage of female administrators (73.9%) in Campbell's 
(1984) study as the most highly successful strategy they
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had used. Beason (1992) found a significant difference 
between male and female principals on obtaining a doctorate 
as a strategy to engage a principalship; more women (31%) 
than men (21%) had gained this additional education in the 
hope it would further their career (see Table 50 in 
Appendix IV).
Other personal strategies for advancement are also 
helpful. Campbell (1984) found attending seminars, 
workshops, and participating in internship programs were 
ranked by 56.8% of the respondents as highly successful 
strategies. An interesting figure was the fact that 21.6% 
of the respondents felt using the new girl network was only 
somewhat successful; 70% had never used the new girl 
network.
After studying employment practices of different 
regions throughout the United States, Truesdale (1988) 
recommended a distinctive strategy for women aspiring to 
secondary school principalships:
[They] should seek districts which have a high number 
of high schools, with an established record of 
turnover in principalship positions. Female aspirants 
should avoid districts with only one or two high 
schools since this study indicated that turnover is 
likely to be low in those districts and principals are 
likely to be male. (p. 162)
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Since one of the biggest barriers for women in many 
studies was lack of experience, then obtaining 
administrative experience should be one of the best 
strategies. Bowman (1987) recommended aspirants volunteer 
for special projects and committees. This allows the 
aspirant to showcase abilities outside the classroom. 
Volunteering also increases visibility. Positions such as 
guidance counselor, assistant principal, and department 
head are other ways to gain administrative experience 
(Gallant, 1980; Truesdale, 1988). Beason's (1992) 
respondents urged aspirants to gain administrative 
experience any way possible such as interning with good 
role models, figuring out ways to get something to qualify 
as an administrative experience, and obtaining experiences 
on a variety of administrative levels.
Summary of the Review of Literature 
Demographics
The female principal of the 1990s is no longer older 
than her male counterpart; she is about the same age. Male 
principals are still overwhelmingly married compared to 
females and, probably, because of that fact, have more 
children than do women. More women take time off for child 
care than do men. Although both male and female principals 
are overwhelmingly white, greater percentages of female 
principals are nonwhite.
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Not only are female principals more educated than male 
principals, holding a higher percentage of doctoral 
degrees, but they also go into principalships with more 
years of teaching experience. Women now average fewer 
years of experience in the principalship than men. Females 
continue to be older than males upon appointment to their 
first principalship. A greater percentage of men than 
women aspire to higher administrative positions within the 
school district. Men have been and continue to be more 
mobile.
Unlike their predecessors, female principals of today 
head schools of an equivalent enrollment to men. However, 
due to the fact a greater percentage of women than men tend 
to be principals of urban schools, a greater percentage of 
women than men head schools with large minority and low 
socio-economic populations.
Barriers
Men and women infrequently cited internal barriers 
(lack of self-confidence, poor self-image, etc.) as 
barriers to their career advancement. They felt external 
barriers had much more effect on their career progress.
Women, more often than men, felt interpersonal 
barriers, such as exclusion from the old boys network and 
lack of role models, had been barriers to their career 
advancement. A greater percentage of women than men felt
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they had received little encouragement from their 
supervisors.
Women in the 1990s felt such socialization and sex- 
role stereotyping barriers as staying home with children 
and conflict with spouse's career had not been a barrier to 
their career advancement. However, larger percentages of 
women than men felt sex discrimination in one form or 
another hindered their career advancement. Many women felt 
negative attitudes toward women in administration still 
existed. Males were more often invited to apply for 
openings than were females.
The most recognized organizational barrier was lack of 
previous administrative experience. Women were often told 
they did not get the job because of their lack of 
experience. Many women felt men were often hired for their 
potential, whereas women had to demonstrate they were 
competent before being hired. The studies seemed to 
indicate the main factor for the lack of women in 
principalships was the gender discrimination factor.
Strategies
Both men and women have been active in all types of 
professional, civic, service, and community organizations. 
Other visibility strategies used by many of the females 
were volunteering for committees, taking on extra jobs, and 
participating in internships.
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Most female principals agreed personal strategies are 
important in overcoming barriers. Strategies such as 
following a defined career plan, being prepared, and being 
more assertive are highly successful.
Obtaining a doctorate and administrative experience 
seemed to be the two most successful professional 
strategies employed by female principals. Additionally, 
researchers urge aspiring female principals to find large, 
urban school districts if they want to increase their 
chances of becoming a principal.
In sum, strategies have not changed much over the 
years. One researcher in 1957 (Cibik), after surveying 
female high school principals and comparing them to the 
principal population as a whole, recommended women obtain 
more education, participate in more community 
organizations, obtain "administrative experiences under 




The purpose of this research was to examine the 
demographics, perceived barriers encountered, and 
strategies used by principals in the Clark County School 
District (CCSD) while in pursuit of the principalship.
Selection of Subjects 
The subjects for the main problem statement 
consisted of all public school principals currently 
employed in the CCSD. These principals administer 
elementary, middle, secondary, alternative, and self- 
contained special education schools. The subjects for the 
subproblems and ancillary problem included those principals 
hired before and after 1989, the year the CCSD installed a 
new selection pool system as an attempt to make their 
administrative hiring practices more equitable; elementary, 
middle, and secondary school principals; and principals 
hired from within and from without the CCSD. Assistant or 
vice principals did not participate in this study.
Females comprise 75% of the CCSD's 7,600 teachers and 
54% of the 177 elementary, middle, and high school 
principals. Table 5 displays the percentages of female
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teachers and principals at each level in the CCSD in 
September, 1994, the time the survey for this study was 
sent out. The greatest proportional disparity lies at the 
elementary and secondary school level with approximately a 
30% difference between the female teachers and female 
principals employed. The middle school level shows the 
least amount of disparity with only an 18% difference 
between the female teachers and principals (Licensed 
Personnel Department for CCSD, personal communication, 
September 20, 1994).
Table 5
Percentage of Female Teachers and Principals in Clark 
County School District
Teachers Principals Difference
Elementary 86 59 27
Middle 68 50 18
Secondary 53 22 31
Total 75 54 21
The CCSD compares favorably to national data. Table 6 
displays percentages of female teachers and principals at 
the national level during the 1991-92 year. Female 
elementary and secondary teacher percentages are comparable 
for the CCSD and the nation; however, the CCSD employs 
approximately 18% fewer female teachers at the middle
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school level. Nonetheless, the nation pales in comparison 
with the CCSD on the percentage difference between female 
teachers and principals at all levels. This disparity can 
partially be explained by the fact large, urban school 
districts like the CCSD tend to hire more female 
principals. There is also a difference in years for 
reporting the figures.
Table 6
for the United States, 1990-91
Teachers Principals Difference
Elementary 88 37 51
Middle 86 20 66
Secondary 56 11 45
Total 72 30 42
Source. From Leadership in Middle Level Education. Volume I; A 
National Survey of Middle Level Leaders and Schools by J. W. Valentine 
et al., 1993, National Association of Secondary Principals.
Additional source. From Status of the American Public School Teacher 
1990-1991 by National Education Association Research Division, 1992, 
West Haven, CT: Author.
Additional source. From Schools and Staffing in the United States: A 
Statistical Profile, 1990-91 by Choy et al., 1993, Washington, DC: 
National Center for Education Statistics, U.S. Department of 
Education.
Additional source. From C. Hammond, personal communication on January 
12, 1994. U.S. Department of Education, National Center for Education 
Statistics.
The CCSD employs 16,000 people in the 11th largest 
student-enrolled school district in the United States
(Insider, 1993). Of its 552 administrators, 52.5% are
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females and 36% are minorities (T. Rodriguez, personal 
communication, October 13, 1993).
The CCSD is located in Nevada, a state in which the 
school districts are county conterminous. Clark County 
covers 7,910 square miles (Facts & Figures. 1993). Las 
Vegas, with a population of 1,000,000, is the largest 
municipality served by the district. Other municipalities 
and rural areas within the CCSD boundaries include North 
Las Vegas, Henderson, Laughlin, Boulder City, Logandale, 
Overton, Mesquite, Blue Diamond, Goodsprings, Sandy Valley, 
Searchlight, Indian Springs, Mt. Charleston, and Moapa 
(School Location Map, 1993-1994).
Data Collection Procedures
Instrumentation
Questionnaires from national studies and dissertations 
were examined for format, style, and content. The 
Administrator's Barrier-Strategy Inventory6 (ABSI) most 
closely allied itself with the variables chosen for this 
study (see Appendix I). This survey is divided into three 
categories: Demographics, Barriers, and Strategies.
The ABSI was altered to meet the needs of this 
particular study. A few items were added while a few were
6From Identification of Career Barriers Faced and 
Professional Strategies Used by Female Secondary School 
Principals (pp. 91-94) by J. H. Beason, 1992, Arizona State 
University. Reprinted and adapted by permission.
deleted. Some of the items on the ABSI were reworded to 
match characteristics peculiar to principals in the CCSD.
Validity
Three male and two female retired CCSD principals 
acted as judges to determine content validity. Each judge 
filled out the guestionnaire (ABSI) independently. A 
criterion of at least 80% agreement among the judges was 
used to determine the inclusion of each item on the final 
guestionnaire.
Administration of the Questionnaire 
Approval for this study was obtained from the Office 
of Research Administration on July 5, 1994 (see Appendix
II). On September 9, 1994, each of the 182 CCSD principals 
was mailed a packet containing an explanation of the 
questionnaire, the questionnaire itself (ASBI), and a self- 
addressed and stamped return envelope. After one week, a 
postcard reminder was sent to all subjects (see Appendix
III). By the end of two weeks, 97 surveys were returned 
for a return response rate of 53%.
Data Analysis 
Frequencies were performed on the main problem, the 
two subproblems, and the ancillary problem. For the main 
problem statement, an analysis was performed on the 
differences between all male and female principals in the 
CCSD in terms of demographics, perceived barriers
encountered, and strategies used while in pursuit of the 
principalship. The first subproblem was analyzed for those 
same differences but only comparing male and female 
principals hired before and after 1989. The second 
subproblem was likewise analyzed for those same differences 
while only comparing male and female elementary, middle, 
and secondary school principals. Finally, an analysis was 
performed on the ancillary problem comparing the 
differences in demographics, perceived barriers 
encountered, and strategies used while in pursuit of the 
principalship between male and female principals hired as 
principal or assistant principal from within and hired from 
without the CCSD.
Tables were used to display frequencies. The content 
from items 52 and 69, open-ended questions, were analyzed 
and grouped into themes by gender. An explanation of the 
types of barriers and strategies and their corresponding 
items on the questionnaire follows:
Perceived Barriers— In the barrier section of the 
ABSI, respondents checked any item they felt was a barrier 
to their career advancement as they pursued a 
principalship.
Internal barrier items included:
26 Lack of assertiveness or self-confidence 
3 6 Reluctance to take risks
39 Conflict or confusion regarding life goals
60
42 Poor self-image
45 Personal anxieties about being a mother or 
father while pursuing a career
Interpersonal barrier items included:
28 Lack of a sponsor
29 Lack of incentives
32 Lack of support or encouragement from peers and 
family
33 Lack of a professional network
35 Lack of male/female role models
40 Selecting the wrong career path
Socialization and sex-role barrier items included:
31 Lack of opportunities for training
37 Reluctance to leave teaching
38 Time taken away from the career to stay home 
with children
44 Conflict with spouse's or significant other's 
career
Sex discrimination barrier items included:
46 Sex discrimination in hiring
47 Employer's negative attitude toward your sex in 
general
48 Exclusion from "old boy/new girl" network
49 Negative attitudes toward your sex in 
administrative positions
Organizational barrier items included:
61
27 Lack of training in leadership skills 
3 0 Lack of access to informal interactions 
34 Lack of administrative experience 
41 Stuck in positions that do not provide 
opportunities for upward mobility 
43 Racial discrimination in hiring 
5 0 Job requirements that eliminate eligibility 
Other barrier items included:
5 2 A description of other barriers experienced by 
respondents.
Strategies— In the strategy section of the ABSI, 
respondents checked any item they used as a strategy to 
advance in their career as they pursued a principalship. 
Professional visibility strategy items included:
54 Participated in professional organizations 
5 5 Participated in community organizations
56 Participated in club activities
57 Volunteered for committees
58 Took on extra jobs
5 9 Participated in internships 
Personal strategy items included:
60 Promoted yourself— ("Blew your own horn")
61 Developed time management skills to balance 
family and career
62 Used positive self-talk, such as "I know I am 
good and that I can do this"
66 Improved interviewing skills
67 Set career goals and formulated a plan of action
Professional strategy items included:
53 Obtained a mentor
63 Utilized an old boy/new girl network
64 Attended seminars and/or workshops for aspiring 
administrators
65 Obtained a doctorate
68 Moved to another district or city to take an 
administrative position
Other strategy items included:
69 A description of other strategies utilized by 
respondents.
Complete data were reported for the main problem 
statement. Due to the inordinate amount of data, complete 
data were not reported for the ancillary problem and 
subproblems; data which showed great differences between 




The purpose of this research was to examine the 
demographics, perceived barriers encountered, and 
strategies used by principals in the Clark County School 
District (CCSD) while in pursuit of a principalship. The 
Administrator's Barrier-Strategy Inventory (ABSI) was sent 
to all 182 public school principals employed in the Clark 
County School District. Completed surveys received (97) 
represented a 53% return rate. Fifty-one (53%) of the 
respondents were male and 46 (47%) were female.
Complete data for the main problem statement are 
presented in this chapter. Complete data are not reported 
for the subproblems and the ancillary problem; however, 
data which show great differences between males and females 
and data which are curious or unexpected are briefly 
addressed. Tables are grouped by the major categories of 
the ABSI. These categories include Demographics (Personal, 
Educational, Professional, and Organizational); Barriers 
(Internal, Interpersonal, Socialization and Sex-Role, Sex 
Discrimination, and Organizational); and Strategies 
(Professional Visibility, Personal, and Professional).
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Findings are placed on different tables according to 
variable types.
Findings— Main Problem Statement 
The purpose of the main problem was to study 
differences between all male and female principals in the 
CCSD in terms of demographics, perceived barriers 
encountered, and strategies used while in pursuit of the 
principalship. Fifty-one (53%) of the 97 respondents were 
male and 46 (47%) were female.
Demographics of CCSD Principals 
Personal Demographics— The mean age for responding 
CCSD principals surveyed was 48 years. The men, with a 
mean age of 49, were older than their female counterparts 
whose mean age was 47 years. The mean number of children 
for all the principals was 1.95; the men averaged more 
children (2.28) than did the women (1.58). The mode for 
both males and females was 2 children (see Table 7).
None of the men took time off to stay home with their 
children, whereas the mean number of weeks taken off by the 
women was 10 9. However, excluding child care, the mean 
number of other weeks taken off by 12 men was higher (118) 
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A greater percentage of men (90%) than women (67%) 
were married. Whereas only 1 man (2%) had never married, 7 
women (16%) had never married. A greater percentage of 
females (11%) than males (8%) were divorced. Three of the 
women (7%) were widowed compared to none of the men. A 
greater percentage of men (26%) than women (19%) had taken 
time off other than for child care. A greater percentage 
of the females (83%) than males (75%) were white. Thirteen 
percent of the district's principals were African American; 
7% were Hispanic (see Table 8).
Table 8
Findings on Categorical Personal Demographics
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Male Female Total
n % n % N %
Marital Status Married 46 90 30 67 76 79
Never Married 1 2 7 16 8 8
Divorced 4 8 5 11 9 9
Widowed 0 0 3 7 3 3
Time Off Other Yes 13 26 8 19 21 23
Than Child Care No 37 74 35 81 72 77
Ethnicity White 38 75 38 83 76 78
Native American 1 2 0 0 1 1
African American 8 16 5 11 13 13
Hispanic 4 8 3 7 7 7
Educational Demographics— A greater percentage of 
females (19%) than males (5%) held a doctorate upon 
appointment to their first principalship. None of the 
principals were appointed to their first principalship with 
only a bachelor's degree. However, 5% of the males and 
none of the females reported their highest educational 
level upon appointment to their first principalship was 
only a bachelor's degree plus 16 hours of education (see 
Table 9).
The lowest level for the principals' present education 
was a master's degree. One man and none of the females had 
stopped at the master's level. Most of the principals 
(80%) had stopped at the master's plus 32 hours of 
education level. Once again, males and females differed
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greatly in doctoral degrees currently held; 10% of the men 
and 24% of the women presently have doctoral degrees (see 
Table 9).
None of the men or women had more than one bachelor's 
degree at the time of their first appointment to a 
principalship. However, at the time of this survey, 1 man 
had obtained another bachelor's degree and 1 woman had 
obtained two additional bachelor's degrees. One man and 1 
woman had two master's degrees when appointed to their 
first principalship. At the time of this survey, 2 men and 
3 women held two master's degrees. No principal held a 
specialist's degree upon appointment to first 
principalship. At the time of this survey, however, 11 




Findings on Educational Demographics
Male Female Total
n % n % N
Education BA plus 16 2 5 0 0 2 3
when Appt'd to MA 4 10 2 6 6 8
1st Principalship MA plus 16 4 10 1 3 5 7
MA plus 32 29 71 23 72 52 71
Doctorate 2 5 6 19 8 11
Present MA 1 2 0 0 1 1
Educational MA plus 16 1 2 1 2 2 2
Level MA plus 32 43 86 33 73 76 80
Doctorate 5 10 11 24 16 17
No. of Bachelor's 1 41 100 32 100 73 100
Degrees when 
Appt'd to 1st 
Principalship
2 0 0 0 0 0 0
No. of Masters' 0 1 2 0 0 1 1
Degrees when 1 39 95 31 97 70 96
Appt' d To 1 st 
Principalship
2 1 2 1 3 2 3
No. of Ed. Spec. 0 34 83 28 88 62 85
Degrees when 1 7 17 4 13 11 15
Appt'd to 1st 
Principalship
2 0 0 0 0 0 0
No. of Doctoral 0 40 98 27 84 67 92
Degrees when 
Appt'd to 1st 
Principalship
1 1 2 5 16 6 8















No. of MA's 1 48 96 41 93 89 95
Presently Held 2 2 4 3 7 5 5
No. of Specialist 0 39 78 36 82 75 80
Degrees
Presently Held
1 11 22 8 18 19 20
No. of Doctoral 0 45 90 33 75 78 83
Degrees
Presently Held
1 5 10 11 25 16 17
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Professional Demographics— The mean number of years 
spent teaching for men (9.57) was less than for women 
(11.74). The mean number of years women served as 
principal (5.60) was less than the mean number of years for 
men (11.57). Women spent more months (16.59) on average in 
the principal selection pool than did the men (14.27). The 
men averaged 4.5 years serving as an assistant principal 
whereas the women's mean was 4.18 years. Men were younger 
(38 years) than women (42 years) upon appointment to their 
first principalship (see Table 10).
A majority of both men (63%) and women (57%) applied
only 1 time to the principal selection pool. One man and 1
women never applied to the pool (see Table 11).
Findings for those principals hired before the 
installation of the principal selection pool in 198 9 showed 
a large percentage of both men (54%) and women (46%) 
applied only once for their first principalship. Men 
seemed to fall more than the women in the extremities in 
the number of times they applied. For example, 11% of the 
men and none of the women never applied for a 
principalship. Likewise, 24% of the men and 14% of the 
women applied four or more times (see Table 11).
A greater percentage of men (76%) than women (57%)
desired to stay in the principalship. An approximately 
equal percentage of men (10%) and women (11%) desired the 
superintendency as their ultimate career goal. However, a
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greater percentage of women (24%) than men (10%) desired a 
central office position (see Table 11).
Table 10





n SD n SD N SD
Number of Years 51 9.57 46 11.74 97 10. 60
Teaching 9.00 10.00 9.00
10.00 7.00 7.00
4.90 5.88 5.47
Number of Years 51 11.57 45 5.60 96 8.77
as Principal 11.00 5.00 6.00
2.00 1.00 2.00
8.28 4.23 7.30
Number of Months 26 14.27 29 16.59 55 15.49
in Selection Pool 11.50 12.00 12.00
6.00 24.00 6.00
11. 75 16.91 14. 61
Number of Times 28 2.61 22 2.14 50 2.40
Applied for 1.00 2.00 1.00
Principalship 1.00 1.00 1.00
3.20 1.52 2.59
Years as 46 4.54 45 4.18 71 3.86
Assistant 3.00 3.00 3.00
Principal 3.00 2.00 2.00
3.41 3.74 3. 57
Age at First 47 38.02 42 41.98 89 39.88
Principalship 38.00 42.00 40.00
38.00 39.00 39.00
6.14 6. 55 6.61
A similar percentage of men (39%) and women (34%) had 
been employed in only 1 school district. Thirty-one 
percent of the men and 21% of the women had been employed 
in 2 districts. A similar percentage of men (30%) and
women (27%) had been employed in 3 school districts.
Whereas 16% of the women had been employed in 4 districts, 
only 10% of the men had been employed in that many. Forty- 
eight percent of the men and 46% of the women were willing 
to relocate for purposes of career advancement (see Table 
11) .
Table 11
Findings on Categorical Professional Demographics
Male Female Total
n_____ %______ n_____ %________N_____ %
No. Times 0 1 4 1 4 2 4
Applied to 1 17 63 16 57 33 60
Selection Pool 2 7 14 10 36 17 31
3 1 2 1 4 2 4
4 1 2 0 0 1 2
No. Times 0 3 11 0 0 3 6
Applied for 1st 1 15 54 10 46 25 50
Principalship 2 2 7 6 27 8 16
3 2 7 3 14 5 10
4+ 6 24 3 14 9 16
Ultimate Career Principal 32 76 21 57 53 67
Goal Superintendent 4 10 4 11 8 10
Ass't Superintend. 1 2 0 0 1 1
Central Office 5 10 9 24 14 18
Other 0 0 3 8 3 4
No. of Districts 1 20 39 15 34 35 37
in which 2 16 31 9 21 25 26
Employed 3 10 30 12 27 22 23
4+ 5 10 8 18 13 14
Willingness to Yes 24 48 21 46 45 47




Organizational Demographics— The mean number of 
students enrolled in the men's schools (1,079) was greater 
than that of the women's schools (824). Men had a greater 
percentage of white students (67%) than women (62%). The 
mean percentage of students on free lunch was greater for 
women (39%) than for men (35%) (see Table 12).
Table 12

















































Perceived Barriers Encountered 
by CCSD Principals 
Internal Barriers— High percentages of both male and 
female principals felt internal barriers had not hindered 
their pursuit of the principalship. Only four men (8%) had 
experienced any of the barriers at all. On the other hand,
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8% of the women felt lack of assertiveness had been a 
barrier. Other barriers to women were: reluctance to take
risks (2%), conflict or confusion with life goals (11%), 
poor self-image (2%), and anxieties about parenthood while 
pursuing a career (7%) (see Table 13).
Table 13
Findings on Internal Barriers
Male Female Total
n % n % N %
Lack of Yes 2 4 6 8 8 8
Assertiveness No 49 96 40 87 89 92
Reluctance to Yes 0 0 1 2 1 1
Take Risks No 51 100 45 98 96 99
Conflict or Yes 2 4 5 11 7 7
Confusion with 
Life Goals
No 49 96 41 89 90 93
Poor Self-image Yes 0 0 1 2 1 1
No 51 100 45 98 96 99
Anxieties About Yes 0 0 3 7 3 3
Career/Parenthood NO 51 100 43 93 94 97
Interpersonal Barriers- -Both men and women felt the
following had not been barriers to their career 
advancement: lack of incentives, lack of familial support,
lack of role models, and selection of wrong career path.
On the other hand, a similar percentage of men (24%) and 
women (26%) felt lack of a sponsor had been a barrier. A 
greater percentage of women (37%) than men (24%) felt they 
lacked a professional network (see Table 14).
Table 14
Findings on Interpersonal Barriers
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Male Female Total
n % n % N %
Lack of Sponsor Yes 12 24 12 26 24 25
No 39 76 34 74 73 75
Lack of Yes 1 2 0 0 1 1
Incentives No 50 98 46 100 96 99
Lack of Familial Yes 0 0 3 7 3 3
Support No 51 100 43 93 94 97
Lack of Yes 12 24 17 37 29 30
Professional
Network
No 39 74 29 63 68 70
Lack of Role Yes 0 0 1 2 1 1
Models No 51 100 45 98 96 99
Selection of Wrong Yes 2 4 0 0 2 2
Career Path No 49 96 46 100 95 98
Socialization and Sex-•Role Barriers— While very few
men and women reported socialization and sex-role barriers 
had been barriers to their career advancement, greater 
percentages of women than men felt they had experienced 
socialization and sex-role barriers. For example, a 
greater percentage of women (9%) than men (0%) found 
conflict with their spouse's career had been a barrier. 
Likewise, 11% of the women and 7% of the men felt a 
reluctance to leave teaching had held them back. Only one 
women felt the time she had spent home with her children 
had hindered her career advancement (see Table 15).
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Table 15
Findings on Socialization and Sex-Role Barriers
Male Female Total
n % n % N %
Lack of Yes 4 8 4 10 8 8
Opportunities 
for Training
No 47 92 42 90 89 92
Reluctance to Yes 3 7 5 11 8 8
Leave Teaching No 48 93 41 89 89 92
Time from Career Yes 0 0 1 2 1 1
Home with 
Children
No 51 100 45 98 96 99
Conflict with Yes 0 0 4 9 4 4
Spouse's Career No 51 100 42 81 93 96
Sex Discrimination Barriers— A majority of both men 
and women felt employer's negative attitude toward their 
gender in administration and toward their gender in general 
had not been barriers to their career advancement.
However, 14% of the men and 10% of the women felt sex 
discrimination in hiring had been a barrier. Similarly,
29% of the men and 35% of the women felt exclusion from an 
"old boy" or "new girl" network had been a barrier for them 
(see Table 16 ) .
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Table 16
Findings on Sex Discrimination Barriers
Male Female Total
n % n % N %
Sex Yes 7 14 4 10 11 11
Discrimination 
in Hiring
No 44 86 42 90 86 89
Employer's Yes 1 2 2 4 3 3
Negative Attitude 
Toward Your Sex
No 50 98 44 96 94 97
Exclusion from Yes 15 29 16 35 31 32
Old Boy/New Girl 
Network
No 36 71 30 65 66 68
Negative Attitude Yes 3 6 4 9 7 7
Toward Your Sex 
in Administration
No 48 94 42 81 90 93
Organizational Barriers— Most of the men and women 
agreed the following had not been barriers to their career 
advancement: lack of training in leadership skills; stuck
in job with no upward mobility; and job requirements 
eliminating eligibility. On the other hand, a greater 
percentage of females (24%) than males (16%) felt they 
lacked access to informal interactions within the 
organization.
A greater percentage of men (14%) than women (7%) felt 
lack of administrative experience had been a barrier.
Also, a greater percentage of men (22%) than women (7%) 
felt racial discrimination in hiring had been a barrier to 
them (see Table 17).
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Table 17
Findings on Organizational Barriers
Male Female Total
n % n % N %
Lack of Training Yes 2 4 3 7 5 5
in Leadership 
Skills
No 49 96 43 93 92 95
Lack of Access Yes 8 16 11 24 19 20
to Informal 
Interactions
No 43 84 35 76 78 80
Lack of Yes 7 14 3 7 10 10
Administrative
Experience
No 44 86 43 93 87 90
Stuck in Job Yes 4 8 5 11 9 9
with No Upward 
Mobility
No 47 92 41 89 88 91
Racial Yes 11 22 3 7 14 14
Discrimination 
in Hiring
No 40 78 43 93 83 86
Job Requirements Yes 2 4 0 0 2 2
Eliminating
Eligibility
No 49 96 46 100 95 98
Other Barriers— Item 52 asked the respondents to 
describe other barriers the principals had encountered.
The following themes emerged from their descriptions and 
are presented by gender.
Themes emerging from examples described by the male 
principals were (from greatest number of principals 
describing it as a barrier to least): affirmative action,
politics, age, lack of a sponsor, race discrimination, 
demanding and constantly changing selection process, and 
incorrect career path selection.
Themes emerging from examples described by the female 
principals were (from greatest number of principals 
describing it as a barrier to least): politics, sex
discrimination, time away from career, discouragement by 
supervisors, "consensus conscious district," and too few 
vacancies.
Strategies Used by CCSD Principals 
Professional Visibility Strategies— A similar 
percentage of both men (69%) and women (65%) participated 
in professional organizations; likewise, 39% of the men and 
35% of the women participated in community organizations.
A greater percentage of men (16%) than women (7%), however, 
participated in clubs. A similar percentage of men (67%) 
and women (70%) volunteered for committees and 53% of the 
men and 54% of the women took on extra jobs as a 
professional visibility strategy. In addition, a greater 
percentage of men (39%) than women (22%) participated in 
internships as a strategy for their career advancement (see 
Table 18) .
Table 18
Findings on Professional Visibility Strategies
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Male Female Total
n % n % N %
Participated Yes 35 69 30 65 65 67
in Professional 
Organizations
No 16 31 16 35 32 33
Participated Yes 20 39 16 35 36 37
in Community 
Organizations
No 31 61 30 65 61 63
Participated Yes 7 16 3 7 10 10
in Clubs No 44 84 43 93 87 90
Volunteered for Yes 34 67 32 70 66 68
Committees No 17 33 14 30 31 32
Took on Extra Yes 27 53 25 54 52 54
Jobs No 24 47 21 46 45 46
Participated Yes 20 39 10 22 30 31
in Internships No 31 61 36 78 67 69
Personal Strategies— Personal strategies were used by 
a good percentage of both men and women to advance their 
careers. Forty-one percent of the men and 35% of the women 
promoted themselves. A greater percentage of women (48%) 
than men (31%) developed time-management skills to balance 
family and career as a strategy. In addition, 46% of the 
women and 35% of the men used positive self-talk such as "I 
know I am good and that I can do this". Further, a greater 
percentage of women (48%) than men (27%) improved their 
interviewing skills as a strategy. A similar percentage of 
men (49%) and women (52%) set career goals and formulated a 
plan of action (see Table 19).
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Table 19
Findings on Personal Strategies
Male Female Total
n % n % N %
Promoted Yes 21 41 16 35 37 38
Yourself No 30 59 30 65 60 62
Developed Time- Yes 16 31 22 48 38 39
Management Skills No 35 69 24 52 59 61
Used Positive Yes 18 35 21 46 39 40
Self-Talk No 33 65 25 54 58 60
Improved Yes 14 27 22 48 36 37
Interviewing
Skills
No 37 73 24 52 61 63
Set Career Goals Yes 25 49 24 52 49 51
No 26 51 22 48 48 49
Professional Strategies— Two strategies were little 
used by the respondents. Only 8% of both men and women 
obtained a doctorate as a strategy for their career 
advancement. Likewise, 4% of the men and 7% of the women 
moved to another district or city to take an administrative 
position.
These principals used other professional strategies. 
For example, 55% of the men and 59% of the women obtained a 
mentor as a strategy. In addition, a greater percentage of 
men (20%) than women (11%) had utilized an old boy or new 
girl network. Lastly, a greater percentage of women (67%) 
than men (49%) had attended seminars and/or workshops for 
aspiring administrators (see Table 20).
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Table 20
Findings on Professional Strategies
Male Female Total
n % n % N %
Obtained a Yes 28 55 27 59 55 57
Mentor No 23 45 19 41 42 43
Utilized an Old Yes 10 20 5 11 15 15
Boy/New Girl 
Network
No 41 80 41 89 82 85
Attended Seminars Yes 25 49 31 67 56 58
& Workshops No 26 51 15 33 41 42
Obtained a Yes 4 8 6 8 10 10
Doctorate No 47 92 40 92 87 90




No 49 96 43 93 92 95
Other Strategies— Item 69 asked the respondents to 
describe other strategies the principals had used. The 
following themes emerged from their descriptions and are 
presented by gender.
Themes emerging from examples described by the male 
principals were (from greatest number of principals 
describing the strategy to least): working hard,
persisting, establishing cohort groups, performing job 
well, maintaining a positive attitude, having a strong 
familial support system, obtaining administrative 
experience, and being well-gualified.
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Themes emerging from examples described by the female 
principals were (from greatest number of principals 
describing the strategy to least): working hard,
performing job well, persisting, obtaining a mentor, 
developing professionally, obtaining administrative 
experience, relocating for career advancement, receiving 
encouragement by superiors, networking with peer aspirants, 
being well gualified, and working toward professional 
visibility.
Findings— Subproblem #1 
The purpose of subproblem number one was to study the 
differences between male and female principals in the CCSD 
hired after the district installed the gualified selection 
pool system in 19897 and those hired before 1989 in terms 
of demographics, perceived barriers encountered, and 
strategies used while in pursuit of the principalship. 
Forty (42%) of the respondents were hired before 1989, and 
56 (58%) after 1989. Sixty-three percent of the female 
respondents and 54% of the male respondents had been hired
7The CCSD installed the gualified selection pool system 
as an attempt to make administrative hiring practices more 
equitable. Before the system was installed, CCSD used 
typical hiring procedures: The district posted the position
and then interviewed those interested. Presently, those 
interested in administrative positions have to participate in 
an administrative seminar offered by the CCSD. Cuts are made 
along the way based on writing and leadership skills and 
endurance for the paperwork and work assigned in the seminar. 
Those who make the final cut are put in a pool and assigned 
to an administrative position based upon the availability of 
an opening.
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after 1989. Due to the inordinate amount of data, complete 
data are not reported for subproblem number one; data which 
show great differences between males and females and data 
which are curious or unexpected are briefly addressed.
Demographics— Subproblem #1
Personal Demographics— Whereas 91% of those men hired 
before 1989 were married, only 65% of the women hired 
before 1989 were married. For those hired after 1989, the 
gap narrowed slightly with 89% of the men and 68% of the 
women married. The mean number of weeks taken off for 
child care was larger for women who had been hired before 
1989 (140 weeks) than for women hired after 1989 (89 
weeks). In addition, whereas 32% of all men and women 
hired before 1989 took time off for reasons other than 
child care, only 15% of those hired after 1989 took off 
other time.
Educational Demographics— Educationally, it made no 
difference if women were hired before or after 1989; a 
greater percentage of women (19%) than men (5%-6%) held 
doctorates upon appointment to their first principalship. 
The total percentage for all principals holding a doctorate 
who were hired before 1989 (23%), however, was greater than 
for those hired after 1989 (13%).
Professional Demographics— The number of years 
teaching greatly differed between the sexes; the mean 
number of years teaching before becoming a principal was
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greater for those hired after 1989 (12 years) than for 
those hired before 1989 (9 years). Before 1989, men 
averaged 7 years teaching compared to the 10 years women 
averaged. After 1989, men averaged 12 years teaching to 
the 13 years women averaged. The mean number of years as 
assistant principal for those hired before 1989 (3 years) 
was less than for those hired after 1989 (4.5 years).
The mean age upon appointment to their first
principalship for principals hired before 1989 was 3 9
years; after 1989, the mean age was 42 years. Men made a
slightly more dramatic jump than women from a mean age of
36 years for those hired before 1989 to 40 years for those 
hired after 1989. Women's mean age was 40.5 years for 
those hired before 1989 and 43 years for those hired after 
1989.
Organizational Demographics— The mean percentage of 
white students enrolled at schools headed by men hired 
before 1989 (69%) and after 1989 (67%) remained relatively 
constant, whereas the mean percentage for women dropped 
from 70% to 58%. For those men hired before 1989, the mean 
percentage of students on free or reduced lunch was 42%, 
whereas after 1989, only 31% of their students received 
free or reduced lunch. On the other hand, women hired 
before 1989 had only 30% of their students on free or 
reduced lunch, whereas, those women hired after 1989 had 
44% of their students on free or reduced lunch.
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Perceived Barriers— Subproblem #1
Internal Barriers— Twenty-six percent of the women 
hired after 1989 felt lack of assertiveness or self- 
confidence had been a barrier to their career advancement; 
almost everyone else felt this had not been a barrier to 
them.
Interpersonal Barriers— None of the respondents hired 
before 1989 felt they lacked support or encouragement from 
peers and family; however, 12% of the women hired after 
1989 felt they lacked this support.
Socialization and Sex-Role Barriers— There were no 
curious and unexpected findings or great differences 
between males and females hired before or after 1989 in 
this category.
Sex Discrimination Barriers— No females and only one 
male hired before 1989 felt sex discrimination in hiring 
had acted as a barrier to their career advancement, yet 
five males (19%) and four females (14%) hired after 1989 
felt it had. A greater percentage of men (26%) than women 
(18%) hired before 1989 felt exclusion from an old boy/new 
girl network had been a barrier; however, for those 
principals hired after 1989, a greater percentage of women 
(45%) than men (30%) felt exclusion from this network. A 
greater percentage of both males and females hired after 
1989 (38%) than before 1989 (23%) felt exclusion from the 
networks had hindered their career advancement.
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Organizational Barriers— Seven of the men (34%) and 
none of the women hired before 1989 felt they had 
experienced racial discrimination in the hiring process.
On the other hand, there was no difference between the 
percentage of men (12%) and women (12%) hired after 1989 
that felt they had experienced racial discrimination.
Strategies— Subproblem #1
Professional Visibility Strategies— Participation in 
community organizations for those male principals hired 
before 1989 (48%) was greater than for those males hired 
after 1989 (33%). Conversely, the percentage of those 
female principals hired before 1989 (24%) participating in 
community organizations was less than for females hired 
after 1989 (41%). Participation in internships was near 
30% for both men and women hired after 1989. However, a 
greater percentage of men (48%) than women (18%) hired 
before 1989 participated in internships. Further, whereas 
only 24% of the women hired before 1989 "blew their own 
horn," 41% of those women hired after 1989 used this 
strategy. Similarly, a greater percentage of men hired 
after 1989 (44%) than men hired before 1989 (39%) "blew 
their own horn".
Personal Strategies— A greater percentage of all 
principals hired before 1989 (45%) than those hired after 
1989 (34%) had developed time management skills to balance 
family and career. A smaller percentage of men hired after
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1989 (44%) than men hired before 1989 (52%) used the 
strategy of setting career goals and formulating a plan of 
action. On the other hand, a greater percentage of females 
hired after 1989 (59%) than females hired before 1989 (41%) 
had utilized this same strategy.
Professional Strategies— Whereas the percentage 
remained relatively constant (approximately 56%) for using 
the strategy of obtaining a mentor for men hired before or 
after 1989, the percentage grew from 47% for women hired 
before 1989 to 67% for those women hired after 1989. An 
equal percentage of both men and women hired before 198 9 
(52.5%) had attended seminars and/or workshops for aspiring 
administrators as a strategy for career advancement, but a 
greater percentage of women (76%) than men (44%) hired 
after 1989 had utilized this strategy.
Findings— Subproblem #2 
The purpose of subproblem number two was to study the 
differences between male and female elementary, middle, and 
secondary school principals in the CCSD in terms of 
demographics, perceived barriers encountered, and 
strategies used while in pursuit of the principalship. 
Fifty-seven (59%) of the respondents were elementary 
principals— 27 men and 30 women, while 18 (19%) of the 
respondents were middle school principals— 8 men and 10 
women, and 15 (16%) were secondary principals— 12 men and 3 
women. (There were only five female secondary principals
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in the CCSD at the time of this survey.) Due to the 
inordinate amount of data, complete data are not reported 
for subproblem number two; data which are curious or 
unexpected and data showing great differences between males 
and females are briefly addressed.
Demographics— Subproblem #2 
Personal Demographics— The mean age for each type of 
principal (elementary— 48 years, middle school— 48 years, 
and secondary principal— 48 years) was the same. Female 
secondary principals were not only the oldest on the 
average (50 years), but they were also older than their 
male secondary counterparts who had a mean age of 47.50 
years. Marital status differed little between the sexes 
for each type of principalship; however, approximately 10% 
fewer elementary principals than middle school and 
secondary principals were married.
The elementary principalship had the greatest 
percentage of minority principals (33%). Minorities 
composed 11% of middle school principalships and 13% of the 
secondary principalships.
Female secondary principals also had the highest mean 
number of children (2.33). None of the males and none of 
the three female secondary principals took time off for 
child care. In fact, one of the female secondary 
principals commented she gave birth to her children in the 
summer so she would not have to miss work. In addition,
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female elementary principals took a greater mean number of 
weeks off for child care (165) than female middle school 
principals (47 weeks).
Educational Demographics— Doctorates held upon 
appointment to the principals' first principalships were 
evenly spread over all three school levels with 9-13% of 
the principals holding a doctorate. Middle school and 
secondary principals continued with 12% and 13%, 
respectively, for principals currently holding a doctorate. 
However, 20% of all elementary principals currently hold a 
doctorate.
Professional Demographics— Both the secondary and 
elementary female principals had larger means of years 
teaching than the men. Male middle school principals, on 
the other hand, averaged 12 years of teaching and female 
middle school principals averaged 11 years. The mean 
number of years all elementary principals (9.38) and all 
secondary principals (9.80) served as principal was 
similar; however, middle school principals averaged 4.94 
years.
Female elementary and middle level principals spent 
approximately four months more in the principal selection 
pool than did their male counterparts. Secondary male 
principals, however, spent 3 more months (17) than their 
female counterparts (14) spent in the pool. The female 
elementary principal had to apply for her first
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principalship almost twice as many times (2.31) as did the 
male elementary principal (1.3l).8 The male middle school 
principal had to apply almost three times as frequently 
(6.5 times) as did his female middle school counterpart 
(2.33 times). The mean number of times secondary male 
principals (1.20 times) and female secondary principals (1 
times) applied was similar. The mean number of 
applications for middle school principals (4.71) was 
greater than the mean for both elementary (1.81) and 
secondary (1.17) principals.
The mean for the number of years spent as assistant 
principal for female secondary principals was double (10) 
the secondary male mean number of years (5). The mean 
number of years spent serving as assistant principal for 
male and female elementary and middle school principals was 
similar. The mean number of years spent serving as 
assistant principal for middle school principals (7) was 
greater than the mean for both elementary (2.45) and 
secondary (5.77) principals.
The mean age upon appointment to first principalship 
for all women (42 years) was greater than for all men (38 
years); however, the greatest disparity lied at the 
secondary level. The mean age for initial appointment for
8This demographic applies only to those principals 
assigned a principalship before 1989 since the qualified 
selection pool did not exist prior to 1989.
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the secondary male principal was 37 years and for the 
secondary female principal was 48 years.
A large percentage of secondary principals (85%) 
preferred to remain in a principalship. Only 62% of 
elementary principals and 67% of middle school principals 
saw the principalship as their ultimate career goal.
Twenty percent of the male secondary principals and none of 
the female secondary principals sought the superintendency 
as a career goal. Further, about 50% of all principals 
said they would relocate for career advancement purposes. 
However, only 25% of the middle school males and none of 
the secondary females said they would relocate.
Organizational Demographics— The mean number of 
students enrolled at schools headed by male principals at 
all levels was higher than for females. For example, the 
mean number of students enrolled at elementary schools with 
male principals (690) was greater than the mean number of 
students enrolled at female-led elementary schools (616). 
The mean number of students enrolled at middle schools 
headed by men (1,857) was greater than the mean for middle 
schools headed by women (1,653). Likewise, the mean number 
of students enrolled at secondary schools headed by men 
(1,857) was greater than the mean for secondary schools 
headed by women (1,653).
The male elementary principals had a greater mean 
percentage of white students (69%) than their female
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elementary counterparts (60%). On the other hand, female 
middle school principals (70%) and female secondary 
principals (66%) had greater percentages of white students 
than their male counterparts (67% and 65%, respectively).
Perceived Barriers— Subproblem #2 
Internal Barriers— Whereas all the female elementary 
and middle school principals agreed conflict or confusion 
regarding life goals had not been a barrier, one female 
secondary principal felt it had.
Interpersonal Barriers— All the elementary and middle 
school female principals agreed that a lack of role models 
had not been a barrier to them. One of the three secondary 
female principals felt this had been a barrier to her 
career advancement.
Socialization and Sex-Role Barriers— There were no 
curious and unexpected findings or great differences 
between male and female elementary, middle school, and 
secondary principals in this category.
Sex Discrimination Barriers— Only 3% of the female 
elementary principals felt sex discrimination in hiring had 
been a barrier to them, whereas 20% of the middle school 
female principals and 33% of the female secondary school 
principals felt it had been a barrier. Eleven percent of 
the male elementary principals, 13% of the male middle 
school principals, and 9% of the male secondary principals 
marked sex discrimination in hiring as a barrier.
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Approximately 1/3 of the female elementary and female 
middle school principals felt exclusion from the old 
boy/new girl network had acted as a barrier to their career 
advancement, and none of the female secondary principals 
felt it had. In addition, only 3% of the female elementary 
principals felt negative attitudes toward their gender in 
administrative positions had been a barrier to their career 
advancement, and 20% of the female middle school principals 
and 33% of the female secondary principals felt it had been 
to them.
Organizational Barriers— Approximately 25% of the 
female elementary and female middle school principals felt 
lack of access to informal interactions had been a barrier 
to their career advancement; none of the female secondary 
principals felt the same. Once again, whereas 40% of the 
female elementary and female middle school principals felt 
lack of a professional network had been a barrier to them, 
none of the female secondary principals felt the same.
Strategies— Subproblem #2
Professional Visibility Strategies— A greater 
percentage of all middle school principals (83%) than all 
elementary (63%) and secondary principals (67%) 
participated in professional organizations. A smaller 
percentage of female elementary principals (63%) than 
female middle school principals (80%) and female secondary
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principals (100%) participated in professional 
organizations.
A greater percentage of female secondary principals 
(100%) than female elementary (70%) and female middle 
school principals (70%) volunteered for committees. 
Likewise, a greater percentage of female secondary 
principals (66%) than female elementary principals (57%) 
and female middle school principals (40%) took on extra 
jobs in the school district to become more professionally 
visible.
Personal Strategies— A smaller percentage of all 
elementary principals (28%) than all middle (56%) and 
secondary (47%) principals promoted themselves ("blew their 
own horn"). Likewise, a smaller percentage of female 
secondary principals (33%) than female elementary 
principals (43%) and female middle school principals (60%) 
developed time management skills to balance family and 
career. A greater percentage of women (70%) than men (13%) 
had improved interviewing skills as a strategy.
Whereas 80% of the female middle school principals set 
career goals and formulated a plan of action, only 50% of 
the male middle school principals did so. On the other 
hand, a greater percentage of male secondary principals 
(50%) than female secondary principals (33%) formulated 
career goals. Forty-two percent of both male and female 
elementary principals had set career goals for themselves.
Professional Strategies— A greater percentage of male 
elementary principals (60%) than female elementary 
principals (40%) obtained a mentor as a strategy for 
advancement. In addition, all female middle school 
principals obtained a mentor, whereas only 38% of the male 
middle school principals did so. Also, all female 
secondary principals and only 50% of male secondary 
principals enlisted the aid of a mentor. A greater 
percentage of female secondary principals (66%) than female 
middle school (20%) and female elementary (3%) principals 
utilized an old boy/new girl network.
Findings— Ancillary Problem 
The purpose of the ancillary problem was to study the 
differences between male and female principals hired from 
within and hired from without the CCSD in terms of 
demographics, perceived barriers encountered, and 
strategies used while in pursuit of the principalship. 
Eighty-seven (90%) respondents were hired as a principal or 
assistant principal while employed in the CCSD; 44 were men 
and 43 were women. Ten (10%) respondents were hired to 
those positions while employed outside the CCSD— 7 men and 
3 women. Due to the inordinate amount of data, complete 
data are not reported for the ancillary problem; data which 
are curious or unexpected and data showing great 
differences between males and females are briefly 
addressed.
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Demographics— Ancillary Problem 
Personal Demographics— There were no curious and 
unexpected findings or great differences between male and 
female principals hired from within and from without the 
CCSD in this category.
Educational Demographics— Thirty percent of those 
principals hired from without the CCSD had a doctoral 
degree upon appointment to their first principalship. Only 
8% percent of the principals hired from within the CCSD had 
a doctorate when they were first made principal. Likewise, 
50% of the principals hired from without the CCSD currently 
hold a doctorate, compared to only 13% of principals hired 
from within the CCSD.
Professional Demographics— Principals hired as 
principals or assistant principals from within CCSD had a
mean of 11 years teaching compared to the mean of 7 years
for principals hired from outside the CCSD. The mean 
number of years as a principal for those hired from within 
the CCSD was 8; the mean number of years for principals 
hired from outside the CCSD was 17.
The mean age upon appointment to their first
principalship for principals hired to the position of
principal or assistant principal from within the CCSD (40 
years) was greater than the mean for principals hired from 
outside the CCSD (36 years).
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Whereas 25% of the principals hired from without the 
CCSD desired a superintendency as their ultimate career 
goal, only 9% of those hired from within the CCSD desired 
it. Likewise, 70% of principals hired from outside the 
CCSD said they would relocate for career advancement 
purposes, and only 44% of those principals hired from 
within CCSD's ranks said they would relocate.
Organizational Demographics— There were no curious and 
unexpected findings or great differences between male and 
female principals hired from within and from without the 
CCSD in this category.
Perceived Barriers— Ancillary Problem
Internal Barriers— A greater percentage of principals 
hired from without CCSD (20%) than from within the CCSD 
(6%) felt conflict or confusion regarding life goals had 
been a barrier to their career advancement.
Interpersonal Barriers— Only 10% of those principals 
hired from without CCSD felt lack of a sponsor had been a 
barrier to their career advancement, and 26% of all the 
principals hired from within the CCSD felt it had.
Likewise, a greater percentage of principals hired from 
within the CCSD (31%) than from without the CCSD (20%) felt 
lack of a professional network had acted as a career 
barrier.
Socialization and Sex-Role Barriers— There were no 
curious and unexpected findings or great differences
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between male and female principals hired from within and 
from without the CCSD in this category.
Sex Discrimination Barriers— There were no curious and 
unexpected findings or great differences between male and 
female principals hired from within and from without the 
CCSD in this category.
Organizational Barriers— A greater percentage of 
principals hired from within the CCSD (21%) than from 
without the CCSD (10%) felt lack of access to informal 
interactions had been a career barrier.
Strategies— Ancillary Problem
Professional Visibility Strategies— A greater 
percentage of principals hired from within the CCSD (69%) 
than those hired from without the CCSD (50%) had 
participated in professional organizations. Likewise, a 
greater percentage of principals hired from within the CCSD 
(70%) than those hired from without (50%) had volunteered 
for committees as a career strategy. Again, a greater 
percentage of principals hired from within (55%) than from 
without (40%) had taken on extra jobs to advance their 
career.
Personal Strategies— A greater percentage of 
principals hired from within the CCSD (39%) than those 
hired from without the CCSD (20%) had improved their 
interviewing skills as a strategy to advance their career. 
Likewise, a greater percentage of principals hired from
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within (53%) than those hired from without (30%) set career 
goals and formulated a plan of action to advance in their 
career.
Professional Strategies— A greater percentage of 
principals hired from within the CCSD (59%) than those 
hired from without the CCSD (40%) had obtained a mentor as 
a career advancement strategy. Likewise, a greater 
percentage of those principals hired from within the CCSD 
(62%) than those hired from without the CCSD (20%) attended 
seminars and/or workshops for aspiring administrators as a 
career advancement strategy.
Whereas none of the male principals hired from outside 
the CCSD had moved to another district or city to take an 
administrative position to advance their career, all 
females hired outside the CCSD had done so. Only 2% of 
those principals hired from within the CCSD had moved to 
another district to further their career advancement.
CHAPTER 5
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
Summary
The purpose of this study was to ascertain what 
differences existed between the Clark County School 
District (CCSD) male and female principals in their 
demographics, barriers encountered, and strategies utilized 
as they pursued a principalship. Also studied were 
differences between male and female principals hired before 
and after 1989 (the year the CCSD installed a new selection 
pool system as an attempt to make their administrative 
hiring practices more eguitable); male and female 
elementary, middle, and secondary principals; and male and 
female principals hired as a principal or assistant 
principal from within and from without the CCSD.
The Administrator's Barrier-Strategy Inventory (ABSI) 
survey was sent to all 182 principals employed by the CCSD. 
The CCSD is centered in Las Vegas, Nevada and is the 11th 
largest student-populated school district in the United 
States. It has a larger percentage of female principals at 
every level (elementary, middle school, and secondary) than 
does the nation at large.
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The survey had three major categories: Demographics
(Personal, Educational, Professional, and Organizational); 
Barriers (Internal, Interpersonal, Socialization and Sex- 
Role, Sex Discrimination, and Organizational); and 
Strategies (Professional Visibility, Personal, and 
Professional). Ninety-seven surveys were returned—  
representing a 53% return rate. Fifty-one (53%) of the 
respondents were male and 46 (47%) were female.
Conclusions
Findings of the study generated the following 
conclusions:
1. Most of the findings on personal demographics 
supported previous research studies on principals. 
Generally, male principals had more children than their 
female counterparts, and were more likely to be married. 
While none of the men took time off for child care, many 
women did. More men than women took time off for reasons 
other than child care. Both sexes were overwhelmingly 
white; however, unlike previous research, a greater 
percentage of females than males were white. Also not 
following suit with previous research was age; male 
principals in this study were older than the female 
principals.
2. The findings on educational demographics 
supported previous research on principals. Although all 
the CCSD principals were well-educated, women were more
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educated than men. Women held more doctorates both upon 
appointment to their first principalship and currently.
3. Some of the findings on professional demographics 
supported previous research. Female principals had more 
years of teaching experience, were older upon appointment 
to their first principalship, and more often desired a 
central office position as their ultimate career goal than 
their male counterparts. Following suit with past 
research, female secondary principals spent twice the years 
as assistant principal than male secondary principals; that 
was not the case, though, with elementary and middle school 
principals. There seemed to be little difference between 
the sexes in the number of months they spent in the 
principal selection pool and the number of times they 
applied for their first principalship. Again, agreeing 
with past research, men were invited to apply more often 
than women. However, men, more often than women, applied 
four or more times.
Other findings on professional demographics did not 
support previous research. Past research shows women teach 
more years than men before becoming a principal. In this 
study, as mentioned earlier, that was the case for the 
principals as a whole, too. However, for those principals 
hired after 1989, there was no difference between the 
number of years men and women taught. There was also
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little difference between male and female middle school 
principals in the number of years they had taught.
Past research also shows women serve more years as 
assistant principal. In this study, however, there was 
little difference between the sexes in the number of years 
they served as assistant principal. Unlike principals in 
earlier studies, male respondents in this study were more 
content than females to stay in the principalship and not 
pursue further positions. Past studies indicate women, 
less often than men, desire the superintendency and are 
less mobile. Results from this study, however, found both 
sexes equally desired the superintendency as their ultimate 
career goal, had worked in an equal number of school 
districts, and were equally willing to relocate for 
purposes of career advancement.
4. The findings on organizational demographics 
supported previous research on principals. Previous 
studies have found male principals are generally placed in 
the larger, more prestigious, and higher socio-economic 
schools than are females. This study found male principals 
at all levels (elementary, middle school, and secondary) 
served in schools with larger student enrollments than 
females and female principals, as a whole, served in lower 
socio-economic schools with more minority students than 
males. Female middle school and female secondary 
principals, however, had greater percentages of white
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students than their male counterparts. Those women hired 
after 198 9 were placed more frequently than men hired after 
1989 in lower socio-economic minority schools.
5. A majority of both male and female principals 
felt internal, interpersonal, and socialization and sex- 
role barriers had not hindered their career advancement. 
Female elementary principals felt they experienced less sex 
discrimination in hiring than female middle school and 
female secondary principals.
Supporting previous research, female principals, more 
so than men, continued to face barriers dealing with 
organizational interactions such as professional networks, 
"old boy" and "new girl" networks, and informal 
interactions within the organization. On the other hand, 
unlike previous research, more men than women felt they had 
encountered sex and race discrimination in hiring; white 
male principals attributed this discrimination to 
affirmative action programs.
6. Male and female principals used many of the same 
strategies to overcome barriers to their career 
advancement. Whereas a greater percentage of men than 
women had used strategies to increase their interaction in 
the organization such as participating in internships and 
utilizing an old boy/new girl network, women developed 
their professional skills more so than men by attending
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seminars for aspiring administrators and developing time- 
management skills to balance family and career.
Profiles of CCSD Principals
Based on the CCSD's data on the sex of its principals
and the demographic results of this study, the following 
are profiles of typical elementary, middle school, and 
secondary principals in the CCSD.
The typical Elementary Principal is a white female.
She is 48 years old, holds a master's degree, and is 
married with two children. She taught 11 years and served 
two and one-half years as an assistant principal before 
becoming a principal at age 39. She has been a principal 
for nine years, presently serving a school with 651 
students enrolled. If she was hired after 1989, she 
applied once to the administrative selection pool and spent 
15 months in it. If she was hired before 198 9, she applied 
twice for a principalship before receiving it. She desires
to remain in a principalship and not pursue other
positions. She has worked in two school districts and is 
willing to relocate for career advancement purposes.
Middle School Principals have a 50-50 chance of being 
either male or female. They are white, 48 years old, 
married with two children, and hold a master's degree.
They taught 11 years and served seven years as an assistant 
principal before becoming principal at age 44. They have 
been a principal for five years. Student enrollments for
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middle school principals average 1,434 students. Those 
hired after 1989 applied once to the administrative 
selection pool and spent 17 months in it. Those hired 
before 1989 applied five times to a principalship before 
receiving one. They desire to remain in a principalship 
and not pursue other positions. Although they have worked 
in two school districts, they would not consider relocating 
for career advancement purposes.
The typical Secondary Principal is a white male. He 
is 48 years old, married with two children, and holds a 
master's degree. He taught nine years and served six years 
as an assistant principal before becoming a principal at 
age 40. He has been a principal for 10 years. His student 
enrollment is 1,817 students. If he was hired after 1989, 
he applied once to the administrative selection pool and 
spent 16 months in it. If he was hired before 1989, he 
also only applied once for a principalship. He desires to 
remain in the principalship and not pursue other positions. 
Although he has worked in two school districts, he would 
not consider relocating for career advancement purposes.
Recommendations for Further Research
1. Similar studies could be done with administrative 
aspirants in the CCSD to determine their perceptions of 
career barriers.
2. A study of unsuccessful applicants for 
administrative positions might offer other insights into
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potential discrimination factors. Since there was little 
difference between the sexes surveyed in this study in the 
number of times they applied to a principalship, aspirants 
who failed to obtain a principalship should be surveyed to 
see what percentage of each sex is being turned away and 
how the demographics and qualifications of each sex 
compare.
3. Results from this CCSD study reveal less gender 
disparity in many areas than results from studies conducted 
in other regions of the country. This same study could be 
repeated in a few more years to see if differences between 
male and female principals cease altogether.
4. Since there is still a disparity in percentages 
of female principals and female teachers employed in the 
CCSD and there appears to be little difference in the 
number of times the CCSD male and female principals applied 
to a principalship and the number of years they waited for 
that principalship, then a study of women who hold degrees 
in educational administration, but do not desire to obtain 
a position beyond the classroom would be necessary to 
ascertain any factors that may inhibit women from seeking 
administrative positions.
5. An in-depth study of recruitment and promotional 
practices in public schools could also probe the reasons 
there are fewer women than men in principalships.
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6. A study should be done to investigate which types 
of college preparation, mentoring, and inservice training 
are most effective for female administrators.
7. A study could be done to investigate the 
contributing factors as to why larger school districts tend 
to have greater percentages of female administrators than 
do smaller school districts.
8. The CCSD itself should conduct a similar study to 
ensure a 100% response rate so a completely accurate 
profile of the CCSD principal is done. This 100% return 
rate would allow the CCSD to find out if, as the results 
from this study suggest, female principals are indeed 
generally placed in the lower socio-economic schools more 
















4. Number of Children (If none, write "0") ____
5. If you have children, how long did you take off from 
your educational career (teaching or administrative) to 




 TOOK NO TIME OFF
6. Other than the time you might have taken off to stay 
home with your children, have you taken any other time off 
away from your educational career? (Circle number)
1-YES
2-NO
If yes, how long?
YEARS 
 MONTHS
7. Racial Ethnicity (Circle number)
1-WHITE




6-OTHER (please specify) _________________
8. Educational level upon appointment to first 
principalship (If your present principalship is also your 
first principalship, do not answer this question. Go on to 

















10. In the blank, write the number of degrees held in each 
category upon appointment to first principalship. (If your 
present principalship is also your first principalship, do 





11. In the blank, write the number of degrees presently 





12.  Number of years teaching
13.  Number of years as a principal
If you were assigned to a principalship in the CCSD 
since the CCSD created the qualified selection pool in 
1989, answer questions 14 & 15 and skip 16. If assigned to 
a principalship before the creation of the pool, do not 
answer questions 14 & 15; go on to question 16.
14. Number of times applied to the prospective
principal qualified selection pool as an 
assistant principal
15.  Number of months spent in the prospective
principal qualified selection pool
16.  Number of times applied for first principalship
17.  Number of years spent as an assistant or vice­
principal
18. ____ Age when appointed to your first principalship
19. Specify ultimate career goal (may include present 
position) _______________________________
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20. What is the number of districts in which you have been
employed as either a teacher or administrator? ____




22. Which statement best applies to your situation?
(Circle number)
1-1 WAS HIRED AS AN ASSISTANT PRINCIPAL OR AS A 
PRINCIPAL BY THE CCSD FROM ANOTHER
SCHOOL DISTRICT.
2-1 WAS ASSIGNED AN ASSISTANT PRINCIPALSHIP OR 
PRINCIPALSHIP IN CCSD WHILE EMPLOYED BY THE 
CCSD.
23. Number of students presently enrolled in your 
school______
24. Racial composition of your students (e.g., 50% 





25. Percentage of students on free or reduced lunch (Fill 
in percentage. If not applicable, check "not 
applicable".)
% ON FREE OR REDUCED LUNCH 
_____ NOT APPLICABLE
Listed below are some of the barriers other 
administrators have indicated they faced while pursuing an 
administrative position. Please circle the number by the 
statements you feel were a barrier to your administrative 
career advancement to the principalship.
2 6-LACK OF ASSERTIVENESS OR SELF-CONFIDENCE
27-LACK OF TRAINING IN LEADERSHIP SKILLS
28-LACK OF A SPONSOR
2 9-LACK OF INCENTIVES
30-LACK OF ACCESS TO INFORMAL INTERACTIONS
31-LACK OF OPPORTUNITIES FOR TRAINING
32-LACK OF SUPPORT OR ENCOURAGEMENT FROM PEERS OR FAMILY
33-LACK OF A PROFESSIONAL NETWORK
(continued on next page)
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34-LACK OF ADMINISTRATIVE EXPERIENCE
35-LACK OF MALE/FEMALE ROLE MODELS
36-RELUCTANCE TO TAKE RISKS
3 7-RELUCTANCE TO LEAVE TEACHING
38-TIME TAKEN AWAY FROM CAREER TO STAY HOME WITH CHILDREN 
3 9-CONFLICT OR CONFUSION REGARDING LIFE GOALS
40-SELECTING THE WRONG CAREER PATH
41-STUCK IN POSITIONS THAT DO NOT PROVIDE OPPORTUNITIES 
FOR UPWARD MOBILITY
42-POOR SELF-IMAGE
43-RACIAL DISCRIMINATION IN HIRING
44-CONFLICT WITH SPOUSE'S OR SIGNIFICANT OTHER'S CAREER
45-PERSONAL ANXIETIES ABOUT BEING A PARENT WHILE PURSUING 
A CAREER
46-SEX DISCRIMINATION IN HIRING
47-EMPLOYER'S NEGATIVE ATTITUDE TOWARD YOUR SEX IN 
GENERAL
48-EXCLUSION FROM "OLD BOYS/NEW GIRLS" NETWORK
49-NEGATIVE ATTITUDES TOWARD YOUR SEX IN ADMINISTRATIVE 
POSITIONS
50-JOB REQUIREMENTS THAT ELIMINATE ELIGIBILITY
51-YOU FOUND YOUR CLIMB TO THE PRINCIPALSHIP RELATIVELY 
BARRIER-FREE
52. Please describe other barriers you encountered. (Use 
the back page of this survey for additional space.)
Listed below are some strategies other administrators 
have indicated they used to achieve administrative 
positions. Please circle the numbers of any strategies you 
used in your climb to the principalship.
53-OBTAINED A MENTOR
54-PARTICIPATED IN PROFESSIONAL ORGANIZATIONS (NASSP,
NEA, ETC.)
55-PARTICIPATED IN COMMUNITY ORGANIZATIONS (SCOUTS, 
CHURCH, ROTARY, ETC.)
56-PARTICIPATED IN CLUB ACTIVITIES (TENNIS, GOLF, ETC.)
(continued on next page)
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57-VOLUNTEERED FOR COMMITTEES
58-TOOK ON EXTRA JOBS IN THE DISTRICT
59-PARTICIPATED IN INTERNSHIPS
60-PROMOTED YOURSELF ("BLEW YOUR OWN HORN")
61-DEVELOPED TIME MANAGEMENT SKILLS TO BALANCE FAMILY AND 
CAREER
62-USED POSITIVE SELF-TALK SUCH AS "I KNOW I AM GOOD AND 
THAT I CAN DO THIS"
63-UTILIZED AN OLD BOY/NEW GIRL NETWORK




67-SET CAREER GOALS AND FORMULATED A PLAN OF ACTION
68-MOVED TO ANOTHER DISTRICT OR CITY TO TAKE AN 
ADMINISTRATIVE POSITION
69. Please describe other strategies you used. (Use the 
back page of this survey for additional space.)
This concludes the survey. Thank you for your 
cooperation and professionalism in taking the time to 
complete this survey. Your input will provide an 
invaluable resource for prospective principals. Please 
place the completed survey in the enclosed return envelope 
and drop it in the mail.
Once again, if you wish to see the final results of 
this survey, please write "Copy of Results Requested" on 







FROM: Dr. William E. Schulze, Director, Research Administration
DATE: 5 July 1994
RE: Status of human subject protocol entitled:
"Differences between Male & Female Principals"
The protocol for the project referenced above has been reviewed by 
the Office of Research Administration, and it has been determined 
that it meets the criteria for exemption from full review by the 
UNLV human subjects committee. Except for any required conditions 
or modifications noted below, this protocol is approved for a 
period of one year from the date of this notification, and work on 
the project may proceed.
Should the use of human subjects described in this protocol 
continue beyond a year from the date of this notification, it will 
be necessary to request an extension.
Office of Research Administration 
4505 Maryland Parkway ° Box 451037 • Las Vegas, Nevada 89154-1037 
(702) 895-1357 • FAX (702) 895-4242
PERMISSION TO COPY
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I, Janet Harris Beason, give Ann Heywood Angulo 
permission to copy, alter, and use the Administrator's 
Barrier-Strategy Instrument and its accompanying research 
questions in her dissertation. Permission is also granted 
to copy, alter, and use Table 1 and Table 2.
I also permit the quoted material to be included in 
copies of the completed dissertation submitted to 
University Microfilms, Inc. for microform reproduction. I 
understand that proper scholarly citation will be adhered 
to.
t  ' . I U 4  '





I, SAGE Publications, Inc., the copyright holder, give 
Ann Heywood Angulo permission to copy, alter, and use 
Table 1 from the book Women in Educational Administration 
by Charol Shakeshaft (1989).
I also permit the quoted material to be included in 
copies of the completed dissertation submitted to 
University Microfilms, Inc. for microform reproduction. I 









Dear (Retired CCSD Principal):
Thank you for agreeing to participate in my survey's 
field testing. Hopefully, this will not take too much of 
your time.
I am enclosing two identical surveys; they are both 
numbered. Please read the directions to survey #1, fill it 
out (as if you were a principal being surveyed), and return 
it in one of the enclosed stamped envelopes.
There are occasions on the survey when it will ask you 
questions about your first principalship and about your 
present principalship. Since you are currently not in a 
principalship, answer the questions concerning present 
principalship with information about your last 
principalship.
After survey #1 is completed and mailed, please take 
time to analyze the questions to see if you understood what 
I was trying to ask. I will call you after I have received 
your first survey to get your input on any problems you saw 
with the survey. I would appreciate it if you could return 
survey #2 with any suggestions written on the survey.
Once again, thank you so much for your help. If you 










We are presently conducting a study on Clark County 
School District principals. Not only do we need a 
demographic profile of the principals, we would also like 
to learn of the barriers you faced and the strategies you 
used to overcome those barriers as you pursued a 
principalship. This information, once compiled, will 
provide guidance and support to aspiring principals who 
might find themselves similarly situated.
For the results to accurately represent the experience 
of Clark County School District principals, it is important 
each questionnaire be completed and returned; it should 
take about 20 minutes of your time. Your response is 
important to our study since your uniquely personal 
experiences cannot be substituted. However, participation 
is voluntary and you may withdraw at any time.
You may be assured of complete confidentiality. The 
questionnaire has an identification number for mailing 
purposes only. This is so we may check your name off the 
mailing list as soon as your questionnaire is returned.
Your name will never be placed on the questionnaire.
The results of this research will be made available to 
all interested parties. You can receive a summary of 
results by simply writing "Copy of Results Requested" on 
the back of the return envelope and printing your name and 
address below it. Please do not put this information on 
the questionnaire itself.
Thank you for your anticipated cooperation. Should 
you have any other questions, or if I might be of 




(All letters were printed on UNLV stationery.)
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This is a reminder to those principals who have not 
returned the survey mailed to them last week. If you have 
already completed and returned it to us, please accept our 
sincere thanks. If not, please do so today.
If by chance you did not receive the survey, or it was 








Studies Concerning Acres of Male and Female Principals
Statistically 
Significant 
Year Author Difference Findings
1992 Beason No Secondary Principals. A majority of
both male (93%) and female (87%) 
principals were over 40.
1992 Hyler Elementary & Secondary Principals. No
test for significant difference was 
performed. There were no male secondary 
principals under age 31 years whereas 
11% of the female secondary principals 
were 31 years or younger. Twenty-nine 
percent of the secondary males and 11% 
of the secondary females were in the 31- 
40 years category. Seventy-two percent 
of the secondary females and 41% of the 
secondary males fell in the 41-50 years 
category. Twenty-nine percent of the 
secondary males and 5% of the secondary 
females were over 50. Neither sex had 
elementary principals under 31. All the 
other categories for elementary 
principals were comparable for both 
sexes. Twenty-four percent of the males 
and 21% of the females fell in the 31-40 
years category. Forty-seven percent of 
the males and 50% of the females were in 
the 41-50 years of age category. 
Twenty-nine percent of the males and 29% 
of the females were over 50 years old.
1992 Morgan Middle Level Principals. No test for
significant difference was performed.
The median ages for men and women were 
45 and 46 respectively. The mean age 
for men was 45.45 years and for women 
was 46.13 years.
1991 Babcock Elementary & Middle Level Principals.
No test for significant difference was 
performed. No males were less than 30 
years old whereas 2.3% of the females 
were in that category. Thirteen percent 
of the males and 6% of the females fell 
into the 30-40 years category. Forty- 
eight percent of the males and 66% of 
the females fell into the 41-50 years of 
age category. Twenty-one percent of the 
males and 14% of the females fell into 
the 51-55 years of age category.
Eighteen percent of the males and 12% of 
the females were over 55 years old.
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Junior High & Secondary Principals. No
test for significant difference was 
performed. However, the females 
appeared to be older than their male 
counterparts. Fourteen percent of the 
women and 27% of the men were 45 years 
or younger.
Yes Elementary Principals (K-6). Males were
older by 2 years. The mean age of males
was 47. The mean age of female 
principals was 45.
All Principals. No test of significant 
difference was performed. However, 
female principals tended to be younger 
than the male principals. The majority 
of both male (50%) and female (55.3%) 
principals were younger than 50 years 
old.
No Elementary Principals (K-8). The median
age of the female principals (45) was 2
years younger than the males' median age 
(47). Each of the age categories 
contained similar percentages for male 
and female principals. The percentage 
of females under 40 years of age was 
8.5% higher than that reported in a 
similar study by the NAESP in 1978. The 
percentage of males in this same age 
bracket in the 1978 study decreased 
9.1%.
No Secondary Principals (6-12). The mean
age for men was 45 years and for women 
was 46 years.
All Principals. No test for significant 
difference was performed. However, 
there appeared to be little difference 
between the sexes concerning age. The 
mean age for men (46 years) was 1 year 
less than for women (47 years).
Elementary & Secondary Principals. No
test for significant difference was 
performed. However, the females 
appeared to be slightly older. Twenty- 
eight percent of the women and 14% of 
the men fell into the 40-44 age 
category. Twenty percent of the women 
and 24% of the men were under 40 years 
of age.
Elementary Principals (K-6). The author 












principals were younger than male 
principals. Fifty-three percent of the 
women were less than 45 years of age, 
whereas only 48% of the men were younger 
than 45 years. Also, 74% of the females 
reported being less than 50 years of 
age, whereas only 68.8% of the men were 
under 50 years of age.
No Elementary, Junior High, & Secondary
Principals. There was little difference 
in the mean age of elementary male 
(46.38 years) and female (45.38 years) 
principals. There was also little 
difference in the mean age of junior 
high male (42.67 years) and female 
(44.33 years) principals. There was 
also no significant difference in the 
mean age of secondary male (45.22 years) 
and female (41.33 years) principals.
Elementary Principals. No test of 
significant difference was performed. 
However, 55% of the males and 59% of the 
females were over 45 years old.
Thirteen percent of the males and 7% of 
the females were over 55 years old.
Yes All Principals. The mean age for women
(40.8 years) was higher than for men 
(35.6 years).
Elementary Principals. No test for 
significant difference was performed.
The mean age for the females fell into 
the category of 51-55 years. The mean 
age for the males fell into the 41-45 
years of age category.
Secondary Principals. No test for 
significant difference was performed. A 
greater percentage of female principals 
(86%) than male principals (66%) were 
younger than 50 years of age.
Elementary Principals (K-6). No test 
for significant difference was 
performed. However, almost half the 
male principals fell in the 46-56 age 
category; 25% fell on either side of the 
category. Half the female principals 
were 45 or younger.
Middle Level Principals. No test for 
significant difference was performed. 
However, whereas 61% of the females were 

















Yes Elementary Principals. The mean age for
the female principals (50.24 years) was
greater than for male principals (44.26 
years).
All Principals. No test for significant 
difference was performed. The female 
principals were, on average, older than 
the male principals. For example, 28% 
of the females and 20% of the males were 
under 40 years of age.
Yes Elementary Principals (K-6). The
median age for female principals was 49
and for male principals 45. Whereas 
almost one-half of the women were 50 
years of age or older, only one-third of 
the men were 50 years or older.
All Principals. No test for significant 
difference was performed. The mean age 
for the male principal was 51.03 years 
and 51.07 years for the female.
Secondary Principals. The distribution 
of age for male and female principals 
was similar: a majority of the male
(53%) and female (52%) principals were 
45 years of age or older. No test of 
significant difference was applied.
Yes Elementary Principals (K-8). The mean
age of the females was 48.8 years and of 
the men was 44.5 years.
No Secondary Principals (7-12). The mean
age of the females was 44.2 years and of 
the men 43.5 years.
Elementary Principals. No test for 
significant difference was applied. 
However, the median age of male 
principals (48 years) was younger than 
that of the females (51 years).
Elementary Principals. No test of 
significant difference was applied. The 
median age for males was 46 years and 
for females 54 years. Thirty-six 
percent of the male principals were in 
the age group of 35-44 years whereas, 8% 
of the females fell into that category.
Elementary Principals. No test for 
significant difference was performed. 
However, whereas 34% of the men were 40 
years of age or younger, 8% of the women 











Elementary Principals. No test of 
significant difference was performed. 
However, the mean age for women (53.26 
years) was greater than for men (45.60 
years).
Elementary Principals. No test of 
significant difference was performed. 
However, the median age for women (54.9 
years) was more than the median age for 
men (43.1 years).
Elementary Principals (K-8). No test of 
significant difference was applied. 
However, 47% of the male principals were 
over 45 years old whereas 70% of the 
females were older than 45.
Yes Elementary Principals. The women
appeared to be older in this study; 77% 
of the females were 50 years or older 
and 71% of the males were under 50 years 
of age. The Median age for men was 43 
years and for women was 56 years.
Yes Elementary Principals. No test for
significant difference was performed. 
However, the mean age for men (44.7 
years) was younger than that of the 
women (55.3 years).
Elementary Principals. No test for 
significant difference was performed. A 
greater percentage of females (22%) than 
males (14%) fell into the 25-34 years of 
age category. Approximately the same 
percentage of males (43%) and females 
(44%) fell into the 35-44 years of age 
category. Lastly, 43% of the males and 
33% of the females were 45 years of age 
or more.
Secondary Principals. No test for 
significant difference was performed.
The mean age for men (43.3 years) was 
younger than that of the women (51.8 
years).
Elementary Principals. No test for 
significant difference was performed. 
However, in Wyoming, the male 
supervising principals' median age was 













Elementary Principals. No test for 
significant difference was performed. 
However, the median age of female 
principals was 11.6 years higher than 
male principals. The men were 42.1 
years of age and the women were 53.7 
years old. Ninety-two percent of the 
females and 32.5% of the males were 46 
years or older.
Elementary Principals. No test of 
significant difference was applied. 
However, the mean age of women was 54 
years and for men was 49 years. 
Approximately 79% of the women were 50 
years or older with only 47% of the men 
50 years or older.
Elementary Principals (K-8). No test of 
significant difference was applied. 
However, the median age for male 
teaching principals (37 years) was 
younger than that of the females (51.5 
years).
Elementary Principals. No test for 
significant difference was applied. 
However, the median age for men (41 
years) was younger than that of women 
(51 years).
Elementary Principals. No test for 
significant difference was applied. 
However, the median age for men (42.6 
years) was younger than that of women 
(51.3 years).
Elementary Principals. No test for 
significant difference was applied. 
However, 40% of the men were 40 years or 
younger, whereas only 6% of the women 
fell into that category. The median age 
for females was 52.1 years and for males 
was 43.7 years.
Elementary Principals. No test for 
significant difference was applied. 
However, male principals averaged 10 
years younger than their female 
counterparts.
Elementary Principals (K-8). No test 
for significant difference was applied. 
However, the mean age of male principals 
(43 years) was younger than the mean age 
of female principals (48 years).
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Elementary Principals. Men were younger 
than women. The median age for women 
was 47.6 years; for men, it was 38.7 
years.
Elementary Principals. The median age 
for male principals (44 years) was 
younger than the median age for females 
(50 years).
Secondary Principals. No test for 
significant difference was applied. 
However, "It is interesting to note that 
no woman principal is less than twenty- 
seven years of age. Compared with the 
men, this is most satisfactory since 
there are one hundred twenty-five men 
principals younger than the youngest 
woman principal." (p. 28) (Fifty-three 
women and 1,018 men participated in the 
study.) The median age for women was 43 
years. The median age for all 
principals studied was 35 years.
Elementary Principals. No test for 
significant difference was applied. 
However, the median age for male 








Year Author Difference Findings
1992 Beason Yes Secondary Principals. A chi-square was
performed on 2 categories: married and
single (single included the categories: 
divorced, widowed, and single). Whereas 
95% of the men were married, only 61% of 
the females were married. Divorce rates 
were: males at 4% and females at 16%.
Widowed rates were: males at 0% and
females at 2%. Single rates were: 
males at 1% and females at 16%.
1988 Warren No Aspirants With Administrative
Certification. No significant 
differences were found between the sexes 
on marital status. The categories were 
married and single (single, 
divorced/separated, or widowed). 
Seventy-eight percent of the female and 
87% of the male aspirants were married.
1987 Dill Yes Secondary Principals (6-12). There was
a significant difference for the 
classifications of married and 
nonmarried. A greater percentage of men 
(88%) than women (73%) were married.
1984 Lazarus Elementary Principals (K-6). No test
for significant difference was reported 
as being used. However, a greater 
percentage of males (94%) than females 
(61%) were married.
1982 Nelson Yes All Principals. Those figures
significantly different between the 
sexes were those of the single status 
for men (2%) and for women (46%). Also, 
"more men principals (83 percent) than 
women principals (50 percent) reported 
that they were married, first time. 
However, three percent men principals 
compared to zero women principals were 
widowed and remarried. More women 
principals (33 percent) compared to five 











Elementary Principals. No test for 
significant difference was performed, 
however, 88% of the males and 78% of the 
females were married; 6% of the males 
and 11% of the females were divorced. 
Five percent of the males and 9% of the 
females were single. One percent of the 
males and 2% of the females were 
widowed.
Secondary Principals. No test for 
significant difference was performed. 
However, a greater percentage of men 
(97%) than women (52%) were married. 
Three percent of the men and 34% of the 
women were single. None of the men and 
14% of the women were divorced, 
separated, or widowed.
All Principals. No test for significant 
difference was performed. However, a 
greater percentage of men (88.9%) than 
women (77.7%) were married. Twenty 
percent of the women and 7% of the men 
were single. Four percent of the men 
and 14% of the women checked the "other" 
status.
Yes Elementary Principals (K-6). The
marital status of male principals 
included: married— 93.9%; single— 3.1%; 
widowed, divorced, or separated— 3%.
The marital status of female principals 
included: married— 67%; single— 15.8%; 
widowed, divorced, or separated— 17.2%.
All Principals. No test for significant 
difference was performed. A greater 
percentage of males (46.30%) than 
females (20.37%) were married. None of 
the men and 11.11% of the women were 
single. Two percent of the men and 
20.37% of the women were widowed.
Secondary Principals. No test for 
significant difference was performed. 
However, a greater percentage of women 
(63%) than men (5%) had never been 
married. Twenty-seven percent of the 
women and 92% of the men were married. 
Ten percent of the women and 3% of the 
men were divorced or widowed.
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1974 Vaughn Elementary Principals. No test for 
significant difference was performed. 
Vaughn surveyed 3 categories: single,
married, and widowed. Four percent of 
the males and 20.8% of the females were 
single. Ninety-four percent of the 
males and 62.5% of the females were 
married. Two percent of the males and 






Elementary Principals. No test for 
significant difference was performed. A 
larger percentage of men (97%) than 
women (26%) were married.
Elementary Principals. No test for 
significant difference was performed. 
However, a greater percentage of men 
(96%) than women (40%) were married. A 
greater percentage of women (48%) than 
men (3%) were single. Also, a greater 
percentage of women (12%) than men (2%) 
were widowed, separated, or divorced.
Elementary Principals (K-8). No test 
for significant difference was 
performed. However, a greater 
percentage of men (94%) than women (38%) 
were married. A greater percentage of 
women (55%) than men (4%) were single. 
Lastly, a greater percentage of women 
(5%) than men (2%) were widowed, 
separated, or divorced. (Several of the 
female principals were Catholic nuns.
The author does not state how many.)
Elementary Principals. No test for 
significant difference was performed. 
However, a greater percentage of men 
(95%) than women (22%) were married.
Secondary Principals. No test for 
significant difference was performed. 
Whereas all the male principals were 
married, only 46% of the female 
principals were married. Approximately 
40% of the women were single, 2% were 
widowed, and 2% were divorced.
1965 Moss Elementary Principals. No test for 
significant difference was performed. 
However, a greater percentage of men 
(89.2%) than women (26.7%) were married. 
A greater percentage of women (46.7%) 
than men (8.2%) were single. A greater 
percentage of women (6.6%) than men 
(1.3%) were divorced. A greater 













Elementary Principals. No test for 
significant difference was performed. 
However, 96.9% of the men were married 
whereas only 62.5% of the females were 
married. A greater percentage of women 
(20.8%) than men (1.6%) were divorced, 
widowed, or separated.
Elementary Principals. No test for 
significant difference was performed. 
However, 92% of the men were married 
whereas only 27% of the women were 
married. Three percent of the men and 
10% of the women were divorced. In the 
single category, 63% of the females were 
single and only 5% of the males were 
single.
Elementary Principals (K-8). No test 
for significant difference was 
performed. However, a larger percentage 
of male teaching principals (92%) than 
female teaching principals (57.7%) had 
been or were married.
Elementary Principals. No test for 
significant difference was performed. 
However, a greater percentage of men 
(97%) than women (49.2%) were married.
Of the women, 32% were single, 10.5% 
were widowed, and 8.2% were divorced.
Of the men, 1.4% were divorced, .8% were 
single, and .8% were widowed.
Elementary Principals. No test for 
significant difference was performed. 
However, a greater percentage of men 
(95.7%) than women (62.6%) were married. 
Of the females, 23% were single and 
14.4% were widowed. Of the males, 3.7% 
were single and .6% were widowed.
Elementary Principals (K-8). No test 
for significant difference was 
performed. However, 94% of the men and 
45% of the women were married.
Elementary Principals. No test for 
significant difference was performed. 
However, 96% of the men and 44% of the 
women were married.
Elementary Principals. No test for 
significant difference was performed. 










1992 Beason Yes Secondary Principals. A chi-square was
performed on 2 categories: children and
no children. Ninety-five percent of the 
males and 72% of the females had 
children. Although not tested 
statistically, males had a greater 
number of children with 16% having 4-6 






Yes Aspirants with Administrative
Certification. Significant differences 
were found with the number of children 
in the age categories: less than 6
years old; 6 to 13 years old, and 18 
years or older. Females had older 
children. Twenty-five percent of the 
female aspirants had no children 
compared to 15% of the males.
Secondary Principals. No test for 
significant difference was performed. 
However, a greater percentage of females 
(65%) than males (18%) had no dependent 
children living at home. Twenty-six 
percent of the females and 47% of the 
males had 1 to 2 dependent children at 
home. Nine percent of the females and 
35% of the males had 3 to 6 dependent 
children living at home.
All Principals. No test for significant 
difference was performed. However, male 
principals averaged more dependents 
(2.5) "as determined for income tax 
purposes" (p. 80) than females (.60).
Elementary Principals. No test for 
significant difference was performed.
The mean number of children for women 
was 2 and for men was 3. (A larger 












Elementary Principals. No test for 
significant difference was applied. 
However, men had more children than 
women. Sixty-seven percent of the women 
and only 7% of the men had no children. 
Forty-eight percent of the men and only 
7% of the women had 3 or more children.
Elementary Principals (K-8). No test 
for significant difference was applied. 
However, a greater percentage of men 
(80%) than women (20%) had children.
This was probably due to the fact that a 
larger percentage of men (94%) than 
women (38%) were married.
Elementary Principals. No test for 
significant difference was applied. 
However, a greater percentage of men 
(97%) than women (51%) had dependents. 
The average number of dependents for men 
was 2.4 and for women was .5.
Elementary Principals. No test for 
significant difference was performed. 
However, men had more children than 
women. The mode for men was 2 children 
whereas for women it was 1. The mean 
number of children for men was 2.41 and 
for women was 1.6.
Elementary Principals (K-8). No test 
for significant difference was 
performed. However, the median number 
of dependents for male teaching 
principals (2) was larger than for women 
(0) .
Elementary Principals. No test for 
significant difference was applied. 
However, married men had 2.2 children 
and married women had 1.1 children.
Elementary Principals. No test for 
significant difference was applied. 
However, the mean number of dependents 
for males (2.5) was greater than that 
for females (.3) .
Elementary Principals. No test for 
significant difference was applied. 
However, 92% of the men and 31% of the 
women reported 1 or more full 
dependents. The median number of 
dependents for men (3.1) was higher than 
for women (0). Twenty-seven percent of 







Elementary Principals. No test for 
significant difference was performed. 
However, men had 3 dependents compared 
to 1 dependent for women.
Elementary Principals (K-8). No test 
for significant difference was applied. 
The average number of dependents for men 
was 2.6 and for women was .3.
Elementary Principals. No test for 
significant difference was applied. 
However, 97% of the men and 51% of the 
women reported dependents. The average 
number of dependents for women was .5 
and for men was 2.4.
Elementary Principals. No test for 
significant difference was applied. 
However, the median number of dependents 
for the men was 2.59 whereas the median 
number of dependents for women was 2.01.
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1992 Beason Yes Secondary Principals. A chi-square was
performed on 2 categories: time taken
away and no time taken away. No males 
had taken time off to raise children 
whereas 40% of the females had taken 
time off to raise children.
1991 D'Angelo
1988 Grant Yes
Elementary & Secondary Principals. No
test for significant difference was 
performed. However, a greater 
percentage of female elementary 
principals (12%) than male elementary 
principals (0%) took a family leave of a 
year or more in length. Likewise, a 
greater percentage of female secondary 
principals (11%) than male secondary 
principals (0%) took a family leave.
Aspirants with Administrative 
Certification. Twenty-two percent of 
the females took time off for child 
care. The usual amount of time taken 
off was 2 months. Of the males, only 6% 
took time off for child care.
1982 Nelson All Principals. No test for significant 
difference was performed. However, a 
greater percentage of female principals 
(29%) than male principals (3%) had 




Studies Concerning Other Time Spent Away From the Career
For Male and Female Principals
Statistically 
Significant 
Year Author Difference Findings
1991 D'Angelo Elementary & Secondary Principals. No
test for significant difference was 
performed. However, a greater 
percentage of male elementary principals 
(4%) than female elementary principals 
(2%) took a study leave of a year or 
more. On the other hand, a greater 
percentage of female secondary 
principals (17%) than male secondary 
principals (2%) took a study leave of a 
year or more. Two percent of the 
secondary male principals took off a 
year or more for military leave. No 
females at either level of principalship 
nor males at the elementary level took a 
military leave of a year or more.
1989a Doud Elementary Principals (K-8). Only 3.1%
of the principals took time off for a 
sabbatical. A greater percentage of 
women (4.8%) than men (2.7%) had taken a 
sabbatical. The main purpose for the 
sabbatical was doctoral study. No test 
of significant difference was performed.
1988 Grant Yes Aspirants with Administrative
Certification. Significant differences 
were found in the number of 
interruptions, number of years of 
interruptions, and the reasons for 
interruptions. Eighty-six percent of 
the men had no career interruptions 
whereas only 67% of the females had no 
career interruptions. "Although 33% of 
the female respondents had an 
interruption in employment, 
approximately one-fourth of these . . . 
respondents reported that they had only 
2 months of interruption time. Only 15% 
of the male respondents had 
interruptions in employment, but over 
one-half of these respondents (15%) had 
an interruption of 3 or more years . . .
. Outside employment and the armed 
service were the reasons given for most 
of the male respondents' interruptions 
in their educational careers" (p. 63).
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Child care was reported by 22% of the 
females as a career interruption. 
Academic reasons, spouse's career, and 
outside employment were reported with 
similar percentages for both sexes. 
Fifteen percent of the females and 26% 
of the males that took time off did so 
for academic training. Likewise, 57% of 
the females and 6% of the males 
interrupted their career for child care. 
Thirteen percent of the females and none 
of the males took time off because of 
the spouse's career. Males (6%) took 
off more time than females (4%) for 
illness. Likewise, males (62%) took off 












Middle Level Principals. Ninety-two 
percent of the male principals and 85% 
of the female principals were white. No 
test of significant difference was used.
Secondary Principals. A chi-square was 
performed on 2 categories: white and
minority. Of the males, 89% were white 
whereas 85% of the females were white.
1989a Doud
1988 Grant
Yes Elementary Principals (K-8). The only
category that was statistically 
significant was that of black 
principals. The percentage of black 
female principals (8.3%) was more than 
twice as high as the percentage of black 
male principals (3.5%). Ninety percent 
of all principals were white with 87% of 
the females and 91% of the males being 
white. A greater percentage of male 
principals (2.6%) were Native Americans 
than females (.6%).
Aspirants with Administrative 
Certification. No test of significant 
difference was performed. However, 95% 
of both males and females were white.
1987 Dill
1984 Lazarus
No Secondary Principals (6-12). Even
though there was no significant 
difference, a larger percentage of males 
(91%) than females (78%) were white.
Elementary Principals (K-6). No test of 
significant difference was reported as 
being used by the author. However, 
women made up a majority of the 
minorities. Ninety-seven percent of all 
the respondents were white. Almost 3% 
of the respondents were black. Of those 
reporting a racial ethnicity of black, 









1979 Pharis & 
Zakariya
Yes All Principals. Significantly different
was the fact that 89.6% of the women and 
89.1% of the men were white. None of 
the principals were oriental. Four 
percent of the women and 3.3% of the men 
were black. Four percent of the women 
and 5.4% of the men were chicano.
Lastly, 2.2% of the men and 2.1% of the 
women were indian.
Elementary Principals. No test for 
significant difference was performed. 
Twenty percent of the females were black 
and 80% were white. Of the males, 15% 
were black and 85% were white.
Elementary Principals (K-6). No test 
for significant difference was 
performed. Ninety-four percent of the 
males and 66% of the females were anglo. 
None of the males were Hispanic or 
black; 6% fell into the "other" 
category. Of the females, 66% were 
anglo; 22% were Hispanic and 22% were 
black.
Middle Level Principals. No test for 
significant difference was performed. A 
greater percentage of males (92%) than 
females (83%) were white. Six percent 
of the males and 12% of the females were 
black.
All Principals. No test for significant 
difference was performed. However,
86.4% of the females and 86.5% of the 
males were Caucasian. A greater 
percentage of the males (8.7%) than 
females (4.0%) reported a Spanish 
surname. A greater percentage of 
females (4.9%) than males (2.4%) were 
black.
Yes Elementary Principals (K-6). The
authors stated, "Among male principals .
. . the ratio of minorities to whites is 
only 7.4 to 92.6 percent. Among female 
principals, however, it is substantially 
higher: 18.1 percent are minorities and
81.9 percent whites" (p. 8).
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Elementary Principals. No test for 
significant difference was performed. 
However, all the female principals were 
white compared to only 89.3% of the male 
principals. Black males composed 5.6% 
of the male principals. Mexican- 
American males composed 3.7% of the male 
principals.
Elementary Principals. No test for 
significant difference was performed. 
















Middle Level Principals. More than half 
the females (54%) had earned the 
specialist's or doctoral degree 
contrasted with fewer than one-third 
(32%) of the males. Seventeen percent 
of the females had doctorates and 9% of 
the males had doctorates. No tests for 
significant difference were performed.
Yes Secondary Principals. A chi-square was
performed for the categories: master's
and doctorate. A greater percentage of 
females (34%) had doctoral degrees than 
males (21%) .
Elementary & Secondary Principals. No
test for significant difference was 
performed. A greater percentage of 
female secondary principals (28%) than 
males (18%) reported a doctorate as 
their highest degree earned. Six 
percent of the secondary females and 
none of the secondary males said the 
bachelor's was their highest degree. A 
greater percentage of elementary males 
(12%) than elementary females (7%) 
reported the doctorate as the highest 
degree earned. Fourteen percent of the 
elementary females and 12% of the 
elementary males reported having a 
specialist's degree. All of the 
elementary male and female principals 
had earned a master's or higher.
Middle Level Principals. No test for 
significant difference was performed. 
However, the numbers in each degree 
category were almost identical.
Elementary & Middle Level Principals.
No test for significant difference was 
performed. However, a greater 
percentage of females (73%) than males 
(54%) held as their highest degree a 
master's degree. Twenty-two percent of 
the males and 16% of the females held a 
specialist's degree. Nine percent of 










Ed.D. Lastly, 5% of the males and 4% of 
the females held a Ph.D.
Junior High & Secondary Principals. No
test for significant difference was 
performed. However, women seemed to 
have more education. The highest degree 
earned for 81.7% of the men was the 
master's; only 47.6% of the women 
reported the master's as their highest 
degree. Whereas 52.4% of the females 
had earned a degree above the master's 
level, only 18.3% of the males had 
earned a degree higher than the 
master's.
All Principals. A greater percentage of 
female principals (17.4%) than male 
principals (9.3%) had earned a 
doctorate. No test for significant 
difference was performed.
Yes Elementary Principals (K-8). The only
category which proved to be 
significantly different was the 
doctorate; 8.7% of the males and 13.8% 
of the females held that degree. The 
numbers were similar for the bachelor's 
and master's degree. Men (21%) held 
more six-year certificates than women 
(17.4%).
Yes Aspirants with Administrative
Certification. The only category which 
was significantly different was the 
master's degree plus 60 or more hours. 
Thirteen percent of the females and 3% 
of the males responded in the master's 
plus 60 hours level of education 
category. There were no significant 
differences in the following categories: 
master's, master's plus 15, master's 
plus 30, doctorate, and 2 master's.
No Secondary Principals (6-12). Although
not statistically significant, a greater 
percentage of females (22%) than males 
(10%) held a doctorate. A greater 
percentage of males (19%) than females 
(11%) held the educational specialist 
degree.
Yes Elementary, Junior High, & Secondary
Principals. "The number of female 
principals holding a doctoral degree at 
the junior high level was significantly 
higher than the male counterparts. No 
other significant differences were found 












educational level by gender or by level 
of grade organization" (p. 77).
All Principals. A greater percentage of 
women (6%) than men (2%) had only the 
bachelor's degree. A greater percentage 
of men (26%) than women (21%) had the 
professional six-year certificate. All 
the other categories were very similar.
A slightly greater percentage of women 
(10%) than men (9%) had the doctorate.
Elementary & Secondary Principals. No
test for significant difference was 
performed. However, a greater 
percentage of women (24%) than men (5%) 
held a doctoral degree or more.
Elementary Principals. No test for 
significant difference was performed. 
However, a greater percentage of men 
(27%) than women (22%) had not obtained 
education past the master's degree 
level. Thirty-four percent of the men 
and 24% of the women were at the 
master's + 30 level. Twenty-five 
percent of the men and 39% of the women 
were at the master's + 60 level.
Fourteen percent of the men and 15% of 
the women held a doctoral degree.
All Principals. A greater percentage of 
women (13.5%) than men (10.9%) had 
obtained a doctorate. A greater 
percentage of men (70.7%) than women 
(66.7%) had finished their education at 
the master's level. All the other 
degree levels were similar.
Middle Level Principals. No test for 
significant difference was performed. 
However, 18% of the females and 7% of 
the males had attained a doctoral 
degree.
Secondary Principals. No test for 
significant difference was performed. 
Approximately l/4th of the females' 
highest degree earned was a master's and 
another l/4th held a doctorate. Fifty 
percent of the females reported the 
specialist's degree as the highest 
degree earned. Twenty-nine percent of 
the males held the master's as their 
highest degree. Thirty-nine percent of 
the men held the specialist's degree as 











Elementary Principals (K-6). No test 
for significant difference was 
performed. Twenty-one percent of the 
males and 9% of the females had already 
completed a doctorate or were working on 
one.
Elementary Principals. No test for 
significant difference was performed. 
However, a greater percentage of men 
(33.3%) than women (16.7%) had obtained 
a doctorate. A greater percentage of 
women (33.3%) than men (13.3) had only 
the specialist's degree.
All Principals. No test for significant 
difference was performed. However, a 
greater percentage of men (15.9%) than 
women (11.1%) held a doctorate. Also, 
81.7% of the men and 74.1% of the women 
held a master's as their highest degree. 
Lastly, 14.8% of the women and 2.4% of 
the women held the bachelor's as their 
highest degree.
No Elementary Principals (K-6). Even
though there were no significant 
differences between the sexes, women 
held a slightly larger percentage than 
men of bachelor's, master's and doctoral 
degrees. A greater percentage of men 
held the six-year certificate. No 
gender percentages were given for each 
of the categories.
All Principals. No test for significant 
difference was performed. The females 
had more education than the males. 
Forty-five percent of the males and 50% 
of the females held the master's as the 
highest degree. Two percent of the 
males and 4% of the females held a 
doctorate.
Secondary Principals. No test for 
significant difference was performed. 
However, a greater percentage of women 
(19.6%) than men (10%) held only the 
bachelor's degree. On the other hand, 
39% of the men and women held a master's 
degree. A greater percentage of men 
(47%) than women (26%) held the six-year 
or specialist degree. A greater 
percentage of women (15.5%) than men 










Yes Secondary Principals (7-12). A greater
percentage of female secondary 
principals (17%) than male secondary 
principals (6%) held a doctoral degree.
A greater percentage of male secondary 
principals (92%) than female secondary 
principals (80%) had acquired a master's 
degree or a master's degree plus 30 
hours.
No Elementary Principals (K-8). There were
no significant differences for 
elementary principals.
Elementary Principals. No test for 
significant difference was performed. 
However, a greater percentage of female 
principals (95.1%) than male principals 
(89.7%) had a master's degree or higher.
Elementary Principals. No test of 
significant difference was performed. 
However, the men had more education in 
one sense; 97.7% of the men had a 
master's degree or above whereas 84% of 
the females held a master's or above.
On the other hand, 8% of the females and 
5.7% of the males held a doctoral 
degree. Also, 20% of the females and 
11.3% of the males held an education 
specialist and/or another 6 year degree.
Elementary Principals. No test for 
significant difference was performed. 
However, the men had more education. 
Ninety-five percent of the men and 82% 
of the women had a master's degree or 
above.
Elementary Principals. No test for 
significant difference was performed. 
However, a greater percentage of men 
(7%) than women (2%) held a doctorate.
Elementary Principals. No test for 
significant difference was performed. 
However, the men seemed to have slightly 
more education than the women. Three 
percent of the women and none of the men 
held only a bachelor's degree. A 
greater percentage of women (24%) than 
men (18%) stayed at the master's degree 
level. A greater percentage of men 
(28%) than women (21%) had a master's 
plus 45 or a doctorate. The men 
averaged more years of college (6.11 











Yes Elementary Principals. A greater
percentage of men (90.5%) than women 
(85.6%) had a master's degree or higher. 
There was no significant difference for 
the doctoral degree.
Yes Elementary Principals. Women had less
education than men. Twenty-eight 
percent of the women and only 10% of the 
men had only the minimum education with 
just a bachelor's degree.
Secondary Principals. No test of 
significant difference was performed.
All the men and women principals held a 
bachelor's degree. Whereas 100% of the 
men held a master's degree, only 86% of 
the women held a master's degree. One 
man had a specialist in education. One 
women had a doctor of philosophy and 
another women had a law degree.
Elementary Principals. No test of 
significant difference was performed. 
However, the men had more education. 
Sixty-four percent of all the Wyoming 
respondents held a master's degree, 
whereas only 45% of the women did. (No 
figure was given for the male principal 
solely.)
Elementary Principals. No test of 
significant difference was performed. 
However, the median number of years of 
college attendance for men (5.39) was 
larger than that of the women (5.16).
Elementary Principals. No test for 
significant difference was performed. 
However, the survey showed 85% of the 
women and 86% of the men had a master's 
degree. Doctoral degrees were held by 
3% of the women and 5% of the men. An 
almost equal percentage of men (16%) and 
women (17%) had taken more than 60 hours 
of graduate hours. Their findings 
indicated an almost equal percentage of 
males and females at all levels on the 
educational pay scale except in the 51- 
60 hour range: 5% of the women and 16% 
of the men reported having taken these 
amount of hours.
Elementary Principals (K-8). No test 
for significant difference was 
performed. However, the men finished 
more college work than the women. 
Seventy-one percent of male teaching 








principals completed five or more years 
of college.
Elementary Principals. No test for 
significant difference was performed. 
However, a greater percentage of men 
than women had earned master's and 
doctoral degrees.
Elementary Principals. No test for 
significant difference was performed. 
However, there was little difference in 
number of years in college with men at 
5.3 years and women at 5.1 years. Men 
edged women by approximately 1% with all 
types of graduate degrees.
Elementary Principals. No test for 
significant difference was applied. 
However, the median years of college 
education for men was 5.8 and for women 
was 5.6. Women seemed to have less 
education than the men. Twenty-seven 
percent of the women as compared to 12% 
of the men had a bachelor's degree or 
less. Eighty percent of the men and 71% 
of the women held a master's degree.
Four percent of the men and 1% of the 
women held a doctorate.
Elementary Principals (K-8). No test 
for significant difference was 
performed. However, the median number 
of years in college training (5.3) was 
the same for both men and women.
Elementary Principals. No test for 
significant difference was applied. 
However, the median years of education, 
including elementary, secondary, and 
college for men was 17.6 years and for 
women was 17.4 years.
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Yes Elementary Principals (K-6). A greater 
percentage of females (54%) than males 
(28%) had a specialist's degree or 
higher.
All Principals. No test for significant 
difference was performed. However, 4.2% 
of the women and 9.8% of the men said a 
bachelor's degree was their highest 
degree earned. Likewise, 65.6% of the 
women and 77.2% of the men had a 
master's degree as their highest degree. 
Fifteen percent of the women and 4.3% of 
the men held a education specialist 
degree as their highest degree. Five 
percent of the men and 14.2% of the 
women held a doctorate as the highest 
degree earned. None of the men and 2.1% 










1988 Grant No Aspirants with Administrative 
Certification. There was no significant 
difference in the number of master's 
degrees held by males and females. One 
percent of the females and 2% of the 
males had 2 master's.
153
Table 30




Year Author Difference Findings
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Middle Level Principals. A greater 
percentage of females (70%) than males 
(48%) had taught 10 or more years. No 
test of significant difference was used.
Yes Secondary Principals. A chi-square was
performed on the categories: less than
10 and more than 10 years. The majority 
of female principals (57%) had taught 
more than 10 years whereas 60% of the 
males had taught 10 years or less.
Elementary & Secondary Principals. No
test for significant difference was 
performed. A greater percentage of 
female secondary principals (11%) than 
male secondary principals (6%) had 
taught fewer than 5 years. A majority 
of the male secondary principals (53%) 
had taught 5 to 10 years compared to 44% 
of the female secondary principals. A 
greater percentage of male secondary 
principals (29%) than female secondary 
principals (22%) had taught 11 to 15 
years. A greater percentage of female 
secondary principals (22%) than male 
secondary principals (12%) had taught 
more than 15 years. Male elementary 
principals taught fewer years than 
females. For example, 24% of the males 
and none of the females had taught less 
than 5 years. Fifty percent of the 
females and 35% of the males had taught 
5 to 10 years. Fourteen percent of the 
females and 12% of the males had taught
11 to 15 years. Lastly, 29% of the 
males and 36% of the females had taught 
over 15 years.
Elementary & Middle Level Principals.
No test of significant difference was 
performed. However, women had more 
years experience as a teacher than the 
men. For example, 17% of the men and 7% 
of the women had 0-5 years of 
experience. In the over 20 years 
category, 8% of the males and 20% of the 










Elementary & Secondary Principals. No
test of significant difference was 
performed. However, women averaged more 
years teaching experience than men. The 
male elementary principals averaged 10.3 
years whereas the females averaged 11.7. 
Male secondary principals averaged 8.9 
years whereas the females averaged 10.5 
years.
Junior High & Secondary Principals. No
test of significant difference was 
performed. However, 67% of the women 
and 52% of the men had taught 11 or more 
years.
Yes Elementary Principals (K-8). The mean
years taught at the elementary level for 
male principals before obtaining a 
principalship was 6.7 compared to 11.2 
years for females. The mean years for 
teaching at the secondary level before 
accepting an elementary principalship 
was 7 years for both males and females. 
Those categories significantly different 
for teaching at the elementary level 
were: no teaching experience, males—
25.5% and females— 9.8%; 6 to 9 years, 
males— 23.2% and females— 15.3%; 10 or 
more years, males— 16.2% and females—  
55.8%. Those categories significantly 
different for teaching at the secondary 
level were: no experience, males— 53.3%
and females— 78.1%; 6 to 9 years, males- 
-12.4% and females— 5%; and 10 or more 
years, males— 13.8% and females— 6.9%.
No Aspirants with Administrative
Certification. Even though no 
significant difference was found, more 
females than males (11% more) had over 
10 years of elementary classroom 
teaching. Likewise, 11% more males than 
females had taught 6 to 10 years.
Yes All Principals & Superintendents.
Seventy-two percent of the women 
administrators and 67% of the male 
administrators had taught a total of 6 
or more years before obtaining their 
first principalship. Thirty-six percent 
of the women and 19% of the men had 11 
or more years teaching experience.
Yes Secondary Principals (6-12). The mean
years of teaching experience for women 

















All Principals. No test of significant 
difference was applied. However, the 
mean number of years teaching experience 
for women (12) was greater than the mean 
years for men (8).
Elementary Principals. No test for 
significant difference was performed. 
However, the mean number of years 
teaching before becoming a principal for 
the men was 6 and for the women was 10.
Yes All Principals. A greater percentage of
female principals (62%) than male 
principals (49%) had taught 10 or more 
years.
Secondary Principals. No test of 
significant difference was performed. A 
greater percentage of females (43%) than 
males (37%) taught 9 to 20 years. 
Twenty-two percent of the females and 
24% of the males had taught 1 to 4 
years.
Middle Level Principals. No test of 
significant difference was performed. 
However, women had more teaching 
experience than men. Seven percent of 
the males and 4% of the females reported 
fewer than 3 years teaching experience. 
Sixty-three percent of the females and 
43% of the males reported 10 or more 
years of teaching experience.
Yes Elementary Principals. The mean number
of years teaching for men (9.78) was 
less than for women (18.14).
Yes Elementary Principals (K-8). A smaller
percentage of men (18%) than women (59%) 
had taught 10 years or more.
All Principals. No test for significant 
difference was performed. The mean for 
women (19.6 years) was greater than for 
men (15.2 years).
Secondary Principals. No test for 
significant difference was performed. 
However, men had fewer years of teaching 
experience than did the women. For 
example, 2% of the men and none of the 
women had no teaching experience. A 
greater percentage of women (32%) than 










Yes Elementary (K-8) & Secondary (7-12).
Female elementary principals had taught 
an average of 11.2 years in an 
elementary classroom whereas the male 
elementary principals had taught 6.7 
years. On the other hand, there was no 
significant difference with the 
secondary principals; the women had 
taught an average of 9.8 years in the 
secondary classroom and the men had 
taught 8.2 years in the secondary 
classroom. There was a significant 
difference for both elementary and 
secondary principals in total teaching 
experience; the women averaged 
approximately 12 years and the men 
averaged approximately 5.5 years.
Elementary Principals. No test for 
significant difference was performed. 
However, a greater percentage of women 
(54%) than men (24%) had spent 20 years 
or more as an elementary classroom 
teacher.
Elementary Principals. No test for 
significant difference was performed. 
However, the median years of classroom 
teaching experience for male principals 
was 8 and for female principals 11.
Elementary Principals. No test for 
significant difference was performed.
The median years of teaching experience 
was 9 for men and 18 for women.
Elementary Principals. No test for 
significant difference was performed. 
However, the median number of years for 
elementary classroom teaching experience 
for women (18) was higher than that of 
the men (8). A greater percentage of 
men (48%) than women (28%) had more 
classroom experience at the junior and 
senior high school level.
Yes Elementary Principals. The median
number of years taught at the elementary 
classroom level was 15 for women and 5 
for men. Almost 83% of the men and 25% 
of the women reported teaching at the 
elementary classroom level fewer than 10 
years. Men had taught more years at the 












Yes Elementary Principals. The total mean
number of years for teaching at any 
level for women (24) was greater than 
that for men (18). When looking at 
teaching at the elementary level, 
women's mean number of years (24) was 
greater than that of the men's (16).
Elementary Principals. No test for 
significant difference was performed. 
However, the female principals' median 
years of teaching experience was 18 as 
compared to 6.75 median years for the 
males.
Elementary Principals. No test for 
significant difference was performed. 
However, the median years of teaching at 
the elementary level was larger for 
women (19.5) than for men (7.55). Being 
elementary principals, 87% of the women 
and 67% of the men had not taught at all 
at the secondary level.
Elementary Principals. No test for 
significant difference was performed. A 
greater percentage of female principals 
(44%) than male principals (20%) taught 
10 or more years. None of the females 
and 5% of the males had taught as little 
as 1 year or less. The majority of men 
(62%) had taught 2-5 years.
Yes Elementary Principals. The mean total
teaching experience was 16 years for 
women and 9 years for men. Thirty 
percent of the men and 8% of the women 
had less than 6 years of total teaching 
experience.
Elementary Principals (K-8). No test 
for significant difference was 
performed. However, the median number 
years of teaching experience for male 
teaching principals (5) was less than 
for female teaching principals (16.5).
Elementary Principals. No test for 
significant difference was performed. 
However, the median number of years 
teaching for women (11) was greater than 
the men's (4).
Elementary Principals. No test for 
significant difference was performed. 
However, the median number of years for 
teaching at the elementary school level 







Elementary Principals (K-8). No test 
for significant difference was 
performed. However, females averaged 
16.1 years of elementary teaching 
compared to an average of 5 years for 
the males.
Elementary Principals. No test for 
significant difference was performed. 
However, the men averaged 3.4 years of 
elementary school teaching and 4.2 years 
of secondary school teaching. Women 
averaged 12.7 years of elementary 
teaching and 1.6 years of secondary 
school teaching.
Secondary Principals. No test for 
significant difference was performed. 
However, including all types of teaching 
experience such as elementary, 
secondary, or college, the median number 
of years for total teaching experience 
for women was 23. The median for all 
the principals studied was 11.5 years. 
(Fifty-three women and 1018 men 
participated in the study.)
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Elementary & Secondary Principals. No
test for significant difference was 
performed. However, men had more years 
of experience as a principal than did 
women. Eighteen percent of the 
secondary males and none of the 
secondary female principals had served 
more than 15 years as a principal. None 
of the female elementary principals and 
35% of the male elementary principals 
had 15 years or more experience as 
principal. Seventy-one percent of the 
elementary females and 12% of the males 
had less than 5 years experience.
Elementary & Middle Level Principals.
No test for significant difference was 
performed. However, men had more years 
of experience as a principal than women. 
Thirty-five percent of the males and 6% 
of the females had over 20 years 
experience.
Junior High & Secondary Principals. No
test for significant difference was 
performed. However, 14% of the females 
and 27% of the males had been a 
principal 21 years or more. Thirty- 
eight percent of the females and 33% of 
the males had served 11-20 years in the 
principalship. Lastly, 48% of the 
females and 40% of the males had served 
10 years or less as a principal.
Elementary Principals (K-6). Men had
more years experience as a principal 
than women. The mean years of 
experience for males was 12 and for 
females 5.
All Principals. A greater percentage of 
female principals (52.4%) than male 
principals (28.8%) had been a principal 
for 1-4 years.
1989a Doud Yes Elementary Principals (K-8). Thepercentage of female principals 











increased. Females composed 40% of 
principals with less than 5 years 
experience although only composing 21% 
of those principals working 5-14 years 
and 5% of those principals in the 15 or 
more years category. The median years 
of experience for the men was 12. The 
median years for the women was 5.
No Elementary & Secondary Principals. Even
though there was no significant 
difference between the sexes, 50% of the 
females and 23% of the males at the 
elementary level had 1-3 years 
experience as a principal. At the 
secondary level, 3% of the females and 
10% of the males had 1-3 years of 
experience.
Yes Secondary Principals (7-12). The
majority of men (55.6%) reported 7 or 
more years in a secondary principalship 
whereas only 20.6% of the women had 7 or 
more years. Forty-seven percent of the 
women and 22.2% of the men had spent 3 
years or less in the secondary 
principalship. The mean years for men 
(7.76) was greater than that of the 
women (5.06).
Yes Elementary, Junior High, & Secondary
Principals. Males at the elementary, 
junior high, and secondary levels served 
significantly more years as principal 
than females. At the elementary level, 
male principals had 13.1 years and 
female principals 7.4 years of 
experience. At the junior high level, 
male principals had 13 and the female 
principals had 6.1 years of experience. 
At the secondary level, males had 12.2 
and females had 6.2 years of experience.
All Principals. No test for significant 
difference was performed. However, the 
mean number of years as a principal for 
males (13) was greater than the mean for 
females (8).
Elementary & Secondary Principals. No
test for significant difference was 
performed. However, men appeared to 
have more years of experience as a 
principal than did the women. Thirty- 
three percent of the women and 21% of 












Yes Elementary Principals (K-6). Sixty-five
percent of the males as compared to 30% 
of the females had 10 or more years of 
experience as a principal.
Elementary Principals. No test for 
significant difference was performed. 
However, male principals averaged more 
years as principals (17 years) than 
females (12 years).
Elementary Principals (K-6). No test 
for significant difference was 
performed. The males had more 
experience in the principalship position 
than the females. Whereas 75% of the 
females had served less than 10 years, 
approximately 75% of the males had 
served over 10 years.
Middle Level Principals. No test for 
significant difference was performed. 
However, a greater percentage of females 
(76%) than males (51%) fell in the 
category of 1-9 years of experience.
Yes All Principals. A greater percentage of
women (37%) than men (22%) had served as 
principal 10 or more years.
Elementary Principals. No test for 
significant difference was performed. 
However, the mean years experience as 
principal for men (14.53) was greater 
than the mean for women (11.58).
No Elementary Principals. The mean number
of years of teaching for men was 10.91 
and for women was 9.57.
1979 Chamberlain All Principals. No test for significant 
difference was performed. However,
54.3% of the females and only 28.6% of 
the males had been a principal 5 years 
or less.
1979 Pharis & 
Zakariya
Yes Elementary Principals (K-8). The median
years of experience in the principalship 
for men was 10 and for women 6.
1979 Wechter
1976 Way Yes
All Principals. No test for significant 
difference was performed. However, the 
mean number of years of public school 
administrative experience for men (14) 
was greater than for women (11).
Secondary Principals (7-12). The mean 
number of years as secondary principal 














No Elementary Principals (K-8). The mean
years of elementary principalship 
experience for women was 9.4 and for men 
10.4.
Elementary Principals. No test for 
significant difference was performed. 
However, the median years of experience 
in the principalship for females was 9 
compared to 7 for male principals.
Elementary Principals. No test for 
significant difference was performed. 
However, the median years of experience 
in the principalship under Chicago 
public schools certification for men (9) 
was less than for women (12).
Elementary Principals. No test for 
significant difference was performed.
The mean for women was 14 years and for 
men was 10 years.
Elementary Principals. No test for 
significant difference was performed. 
However, the median number of years 
experience as a principal for women 
(9.8) was larger than for men (8.5).
Yes Elementary Principals. Fifty-four
percent of the males and 38% of the
females had less than 10 years of 
experience. The median number of years 
was 9 for the men and 11 for the women.
No Elementary Principals. Men averaged 11
years in the elementary principalship 
and the women averaged 12 years.
Elementary Principals. No test for 
significant difference was performed. A 
greater percentage of men (43%) than 
women (11%) had been a principal for 10+ 
years.
Secondary Principals. No test for 
significant difference was performed.
The mean number of years as a principal 
for men (9.4) and women (9.7) were 
similar.
Elementary Principals. No test for 
significant difference was performed. 
However, the median years experience in 
the principalship for women (10.8) was 








Elementary Principals. No test for 
significant difference was performed. 
However, the mean years of service as a 
principal for women was 11.9 and 11.0 
for men. Nineteen percent of the women 
and 9% of the men served as a principal 
for 16 to 20 years.
Elementary Principals. No test for 
significant difference was performed. 
However, men averaged 7 years in the 
elementary principalship and women 
averaged 8.6 years.
Elementary Principals. No test for 
significant difference was performed. 
However, the median number of years as 
an elementary principal for men was 7 
and for women was 9.
Elementary Principals. No test for 
significant difference was performed. 
However, the median years of experience 
in the principalship for females was 
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No Secondary Principals. A chi-square was
performed on the categories: 0-2 and 3
or more applications. Even though not 
significantly different, women applied a 
fewer number of times by 4%.
No Aspirants with Administrative
Certificates. In this study, 44% of the 
females and 49% of the males had applied 
for 4 or fewer positions. "Positions 
applied for by the respondents were 
mainly principalships, 48% females and 
53% males, in their district of 
employment. Although there was only a 
five percent difference in the number of 
times female respondents applied for 
principal positions as compared to 
males, males held almost 20% more 
principal positions" (p. 106). There 
was also no significant difference in 
the number of interviews offered to the 
aspirant after the application was 
submitted; 49% of the males and 36% of 




Studies Concerning Number of Years Males and Females Spent 







Junior High & Secondary Principals. No
test of significant difference was 
performed. However, 57% of the females 
and 23% of the males had spent 4 years 
or more as an assistant principal.
Elementary Principals. No test of 
significant difference was performed.
The mean number of years for women was 3 
and for men was 1.
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Year Author Difference Findings
1992 Beason Yes Secondary Principals. A chi-square was
performed on the categories: 35 or
under and over 35. Fifty-nine percent 
of the women were over 35 when appointed 
to first administrative position whereas 
75% of the men were under 35 years of 
age.
1990 Jones Yes Elementary Principals (K-6). Males
became elementary principals at an 
earlier age than females. The mean age 
for males was 35 and the mean age for 
females was 40.
1989a Doud Yes Elementary Principals (K-8). A
significant difference occurred in all 
categories except the category of age 
35-39. Doud wrote, "Gender made a 
difference. The mean age at which men 
first became principals was 33; for 
women it was 39. Over 30 percent of the 
men were principals by age 29, 
contrasted with 10 percent of the women. 
Nearly half (45.7 percent) of the women 
received their first appointment to the 
principalship after age 40, whereas 13.9 
percent of the men were appointed at a 
similar age. Interestingly 5 percent of 
the respondents first became principals 
at age 25 or less (5.6 percent of the 
men and 2.5 percent of the women)" (p. 
28) .
1988 Grant Yes All Principals. Forty-four percent of
the female respondents reported being 35 
years or older at the time of their 
first administrative appointment 
whereas, only 15% of the male 
administrators were in this age bracket 
at the time of initial appointment.
1987 Dill Yes Secondary Principals (6-12). The mean
years for men (37.5) was significantly 













Yes All Principals. A greater percentage of 
women (26%) than men (7%) became 
principals at the age of 46 years or 
older. "Most men became principals 
between the ages of 26 and 35 while most 
women became principals between the ages 
of 36 and 45" (p. 53).
Middle Level Principals. No test for 
significant difference was performed. A 
greater percentage of males (52%) than 
females (34%) were appointed to their 
first principalship under the age of 34.
Elementary Principals (K-6). No test 
for significant difference was 
performed. However, a greater 
percentage of men (65%) than women 
(25.5%) were under 35 years of age when 
appointed to their first principalship.
All Principals. No test for significant 
difference was performed. Whereas 78% 
of the men had been appointed to their 
first principalship by the age of 40, 
only 41% of the women had been appointed 
by age 40.
Yes Elementary Principals. The median age
for men was 32 years and for women 40. 
Over half (65%) of the men were 
appointed principal under the age of 35 
whereas only 2 5.5% of the women were 
appointed under the age of 35.
Elementary Principals. No test of 
significant difference was performed. 
However, the median age for females was 
42 years and for males was 35 years when 
appointed to first principalship. A 
greater percentage of males (46%) than 
females (19%) were appointed under the 
age of 35 years. A greater percentage 
of females (38.1%) than males (9.1%) 
were appointed over the age of 45.
Yes Elementary Principals. Men were younger
than women when appointed to their first 
principalship. Sixty-seven percent of 
the men were under 35 years of age, 
whereas 61% of the females were between 
the ages of 35 and 49.
Secondary Principals. No test for 
significant difference was applied. 
However, the mean age for male 
principals (33.6 years) upon appointment 
to first principalship was younger than 
that of the women (42.1 years).
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1964 Gross & 
Trask
1931 Carter
Elementary Principals. No test of 
significant difference was performed. 
However, 40% of the women and 15% of the 
men were 46 years or older. Forty-two 
percent of the men and 20% of the women 
were 35 or younger when first appointed 
principal.
Secondary Principals. No test of 
significant difference was performed. 
However, the median age at first 
appointment to a principalship for women 
was 39 years. The median age for all 
the principals studied was 29 years. 
(Fifty-three women and 1,018 men 
participated in the study.)
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Studies Concerning Male and Female Ultimate Career Goals
Statistically 
Significant 
Year Author Difference Findings
1992 Beason No Secondary Principals. An approximately
equal percentage of males and females 
indicated their ultimate career goal was 
the principalship (43%). Although not 
significantly different, a greater 
percentage of men desired the 
superintendency (37%) than did women 
(30%) and a greater percentage of 
females (29%) than males (20%) desired 
other career goals such as university 
teaching, dean, retirement, and 
consulting.
1989a Doud Yes Elementary Principals (K-8). The only
categories considered significantly 
different were the superintendency and 
central office positions. Whereas 46% 
of the males considered the elementary 
school principalship as their final 
career goal, only 43.3% of the females 
considered it so. A greater percentage 
of males (31.3%) than females (16.1%) 
considered the superintendency. A 
greater percentage of females (19.5%) 
than males (13.9%) considered the 
position of assistant superintendent of 
schools. A greater percentage of 
females (25%) than males (14%) 
considered central office positions. A 
greater percentage of males (17%) than 
females (9%) desired a position outside 
the field of education. The following 
career goal positions reported similar 
percentages for both male and female 
principals: elementary school teacher,
secondary school teacher, college 
teacher, and secondary school principal.
1988 Grant Yes Aspirants with Administrative
Certification. The only significantly 
different ultimate career goal 
categories for the male and female 
aspirants were: superintendency (males-
-18% and females— 10%); assistant 
superintendency (males— 27% and females- 












No Aspirants with Administrative
Certification. Ultimate career goal 
categories in which there were no 
significant differences were: present
position, principal, central office, 
college professor, and position outside 
education.
Secondary Principals (6-12). The number 
of subjects for each category was too 
small to perform a test of statistical 
significance. However, in every case, a 
greater percentage of men than women 
indicated they preferred other 
positions. Each of the following 
categories had a greater percentage of 
male principals than female principals 
aspiring to it: middle school
principalship, central office, 
superintendency, university position, 
another position, position outside of 
education. A greater percentage of 
females (58%) than males (47%) preferred 
to remain in their present position.
Middle Level Principals. No test for 
significant difference was performed. 
However, 33% of the females and 17% of 
the males were undecided about their 
career aspirations. A greater 
percentage of males (27%) than females 
(12%) aspired to the superintendency or 
central office. A greater percentage of 
females (9%) than males (2%) aspired to 
a college position. Also, a greater 
percentage of females (12%) than males 
(7%) aspired to a high school 
principalship.
Yes Elementary Principals (K-6). Male
principals (28.5%) were more likely than 
female principals (12.4%) to have the 
superintendency as their ultimate career 
goal.
Elementary Principals. No test for 
significant difference was applied. 
However, a greater percentage of women 
(81.7%) than men (60.5%) viewed the 
principalship as their final goal.
Elementary Principals. No test for 
significant difference was applied. 
However, a greater percentage of females 
(82.6%) than males (49.4%) considered 
the principalship as their ultimate 
career goal. Although only 4 females 
responded concerning the position most 








not the principalship, none of them 
aspired to higher administrative levels 
within a school district. One desired 
to be a college teacher, another desired 
"other", and 2 desired work outside the 
education field. Males, on the other 
hand aspired to higher administration 
within the district and not to central 
office positions. Thirty-eight percent 
of the males aspired to the 
superintendency, 12.5% aspired to the 
assistant superintendency, and 
approximately 13% aspired to central 
office positions.
Yes Secondary Principals (7-12). A greater
percentage of females (27%) than males 
(4%) expected to be an assistant 
principal at the same school in 5 years. 
A greater percentage of males (17%) than 
females (2%) expected to be in a 
superintendency in 5 years.
No Elementary Principals (K-8). There were
no significant differences between the 
sexes in any of the following career 
expectations for the next 5 years: 
classroom teacher, assistant principal—  
same school, assistant principal—  
different school, principal— same 
school, principal— different school, 
state/federal program specialist, 
central office, superintendency, 
retirement, college instructor, and 
other.
Elementary Principals. No test for 
significant difference was performed. 
However, a greater percentage of women 
(86%) than men (71%) planned to remain 
as an elementary school principal.
Yes Elementary Principals. The following
career goals, the positions most desired 
by those who wanted to advance past the 
principalship, were significantly 
different between the sexes: classroom
teacher, males— 1.7% and females— 13.8%; 
supervisor, males— 17.7% and females—  
25.3%; superintendent, males— 27% and 
females 2%; outside of education, males 
3.6% and females 8%.
Elementary Principals. Seventy-six 
percent of the women and 64% of the men 
viewed their ultimate career goal as the 
principalship. A greater percentage of 









Secondary Principals. No test of 
significant difference was performed. 
However, a greater percentage of men 
than women aspired to another position. 
For example, 46% of the women and 26% of 
the men wanted to stay in their 
principalship. None of the women and 
33% of the men aspired to a 
superintendency.
Elementary Principals. No tests of 
significant difference were performed. 
However, in every career aspiration 
studied, a smaller amount of females 
aspired to that area. A few examples of 
the career aspirations studied are: 
higher administrative position, 
assistant superintendent, 
superintendent, principalship with 
greater prestige, president of a state 
association of principals, and college 
professor.
Elementary Principals. No test for 
significant difference was applied. 
However, a greater percentage of females 
(83%) than males (51%) viewed the 
principalship as a final career goal. 
Certain positions were more attractive 
to men than to women. A greater 
percentage of men (29%) than women (2%) 
were attracted to a superintendency. A 
greater percentage of men (20%) than 
women (12%) were attracted to the 
assistant superintendency. Both a 
senior high school principalship (males- 
-8%, females— 3%) and a junior high 
school principalship (males— 11%, 
females— 3%) were more attractive to 
men. Females were more attracted to 
supervisory positions (males— 12%, 
females— 34%), college or university 
teaching position (males— 15%, females—  
32%), and school teacher (males— 0%, 
females— 8%).
Elementary Principals. No test for 
significant difference was applied. 
However, 95% of the women and 92% of the 
men planned to continue as an elementary 
school principal. Five percent of the 
men and only .7% of the women desired to 
work in secondary schools. More than 5% 
of the men and almost 2% of the women 
wanted to work in colleges.
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Studies Concerning the Number of Districts in Which Male











No Secondary Principals. Percentages were
nearly identical for both sexes. Most 
principals (65%) had worked in 1-3 
districts.
Elementary & Secondary Principals. No
test of significant difference was 
performed. Female elementary principals 
had averaged more moves to other 
districts (1.1) as they changed career 
positions than the male elementary 
principals (.6). Male (1.1) and female 
(1) secondary principals averaged 
approximately the same number of moves.
Yes Elementary Principals. Only 28.3% of
the total sample had ever served as a 
principal in another school district. A 
greater percentage of males (32.9%) than 
females (10.3%) had served as a 
principal in another district. Of those 
who had served as principal in another 
district, a larger percentage of females 
(88.2%) than males (64%) had served in 
only 1 other district. A greater 
percentage of males (36%) than females 
(11%) had served in 2 or more districts. 
All of the categories were significantly 
different.
No All Principals & Superintendents.
Eighty-seven percent of the females and 
82% of the males reported their first 
principalship was in the same district 
in which they were employed at the time.
Elementary Principals (K-6). "Men were 
more likely than women to have headed 
schools outside their present districts. 
Of the 26.1 percent of the principals 
who reported serving as head of a school 
outside their present district 85 
principals (82.0 percent) were male and 




1979 Pharis & 
Zakariya
)
Yes Elementary Principals (K-6). Men were
more likely than women to have served as 
a principal in another district. 
Seventy-two percent of the women who had 
been a principal in another district had 
only served in 1 other district whereas 
59% of the men had served in 1 district 
and 26.8% in 2 other districts.
/
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Year Author Difference Findings
1992 Beason Yes Secondary Principals. A greater 
percentage of males (41%) than females 
(22%) had relocated to take an 
administrative position.
1982 Nelson All Principals. No test for significant 
difference was performed. However, a 
greater percentage of male principals 
(47%) than female principals (32%) 
indicated they had changed school 




Studies Concerning Willingness to Relocate and other





1992 Beason No Secondary Principals. Fifty-three
percent of the males and 48% of the 
females said they were willing to 
relocate for career advancement reasons.
1988 Grant No Aspirants with Administrative
Certification. Both female (55%) and 
male (59%) aspirants were working within 
25 miles of their childhood home.
Twenty percent of the females and 15% of 
the males lived within 25 to 100 miles 
of their childhood home. There was also 
no significant difference when asked how 
far they would be willing to relocate to 
accept an administrative position. 
Relocating within 25 miles was preferred 
by 49% of the females and 38% of the 
males. Relocating within 26-150 miles 
was preferred by 18% of the females and 
26% of the males. Relocating with no 
limits within the United states was 
preferred by 19% of the females and 26% 
of the males.
1988 Grant Yes Aspirants with Administrative
Certification. Fifteen percent of the 
male aspirants had applied for a 
principalship in another district 
compared to 7% of the females.
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Year Author Difference Findings
1993 Choy 
et al.
All Principals. No test for significant 
difference was applied. However, male 
principals in public schools at the 
central city, urban fringe, and rural 
areas had larger student enrollments.
For example, at the central city level, 
67% of the principalships with a 
student enrollment of over 750 were held 
by men. At the urban fringe level, 75% 
of the principalships with a student 
enrollment of 750 or more were held by 
men. Eighty-seven percent of the 
principalships with a student enrollment 
of 750 were held by men. These figures 
can be slightly misleading since male 
and female principals were not compared 
at each level of the principalship 
(e.g., elementary, middle, & secondary). 
Since more men are principals of 
secondary schools and since secondary 
schools usually have a larger student 
enrollment, the numbers would show a 
larger student enrollment for men.
1992 Beason Yes Secondary Principals. A chi-square was
used to analyze the categories: less
than 1000 and more than 1000 students. 
More women (62%) than men (46%) were 
principals of schools with over 1000 
students.
1992 Hyler Elementary & Secondary Principals. No
test for significant difference was 
performed. However, female secondary 
principals (610 pupils) averaged larger 
enrollments than male secondary 
principals (345 pupils). At the 
elementary level, males (289 pupils) 
averaged larger enrollments than females 
(231 pupils).
1992 Morgan Middle Level Principals. No test for 
significant difference was performed. 
However, the number in each categorical 
size of school enrollment was almost 








Elementary & Middle Level Principals.
No test for significant difference was 
performed. However, men served in 
schools with a larger student 
enrollment. Thirty-three percent of the 
men and 20% of the women served in 
schools with a student enrollment of 500 
or more. (The author did not separate 
out each level of principalship. Since 
middle schools have larger student 
enrollments and since this level tends 
to be administered more often by men, 
this could explain why the men had 
larger student enrollments.)
Junior High & Secondary Principals. No
test for significant difference was 
used. However, 62% of the women and 57% 
of the men served in schools with a 
student body enrollment of 1000 or less.
Elementary Principals (K-8). Even 
though female principals administrated 
in all sizes of schools, they were more 
likely to be working in schools with an 
enrollment of less than 400 students. 
Females composed 22.1% of the principals 
for this size of school. Females 
composed 17.9% of the principals in 
schools of enrollment size 400-600.
They also made up 19.7% of the 
principalships in schools with an 
enrollment larger than 600 students.
Male principals served schools with a 
median enrollment of 440 students 
whereas the female principals served 
schools with a median enrollment of 400. 
No test of significant difference was 
applied to the sexes, however, it was 
performed among the genders. In other 
words, even though the greatest 
percentage of females worked in schools 
with less than 400 students, this figure 
was not significantly different from the 
percentage of females in the other sizes 
of schools.
Yes All Principals. Forty-seven percent of
the females and 2 5% of the males 
administered small schools with 
enrollments of 50 to 200 students. Part 
of the difference may be accounted for 
by the fact that the secondary 
principals, who, in this study, were 
predominately male, worked in larger 
schools than elementary principals. The 
researcher did not statistically analyze 
each level of principalship.
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1987 Dill No Secondary Principals (6-12). The mean
enrollment for female principals was 677 









No Elementary, Junior High, & Secondary
Principals. There were no significant 
differences in enrollments for male and 
female principals at the elementary, 
junior high, and secondary levels. 
However, females reported more students 
at their schools at each level of 
principalship. At the elementary level, 
males reported 446 and females reported 
512 students enrolled. At the middle 
level, males reported 610 and females 
reported 631 students enrolled. At the 
secondary level, males reported 1248 and 
females reported 1378 students enrolled.
All Principals. No test for significant 
difference was applied. However, the 
mean number of students enrolled for men 
(586) was greater than the mean for 
women (539). Nothing should be inferred 
from this data since all levels of 
principalship were included. Obviously, 
secondary schools are going to have 
larger enrollments than elementary 
schools which, in this study, were 
headed by approximately 23% less males 
than the secondary schools.
Elementary Principals. No test of 
significant difference was reported as 
being used by the author. Also, no 
numbers were given. However, "[fjemale 
elementary principals tended to direct 
schools with fewer pupils enrolled than 
their male counterparts" (p. 151).
All Principals. No test of significant 
difference was reported. However, more 
men were principals of schools with over 
a 700 student enrollment. This could 
possibly be explained by the fact each 
level of principalship was not separated 
and analyzed. More men are in the 
secondary principalship with a naturally 
larger student enrollment than the 
elementary school which would have more 
females as principal.
Secondary Principals. No test for 
significant difference was performed. 
However, a greater percentage of female 
principals (55%) than male principals 
(42%) served as principals with a 













Middle Level Principals. No test of 
significant difference was performed. 
However, the highest percentage of 
female principals was found in schools 
with an enrollment of 1,400 students or 
more.
No Elementary Principals. The mean number
of students enrolled for men was 261.52 
and for women was 232.95.
Elementary Principals. The men averaged 
larger enrollments. The mean enrollment 
for men was 560 compared to 485 for 
women. (It is interesting to note both 
the males and females worked in suburban 
settings. In other words, the 
difference in sizes of schools cannot be 
attributed to women possibly being in 
urban areas and men in suburban areas.)
All Principals. No test for significant 
difference was performed. Fifty-seven 
percent of the women and 46% of the men 
had a student body of 500 or less. 
Forty-three percent of the women and 54% 
of the men headed schools with a student 
body of over 500.
Yes Elementary Principals (K-6). The
authors stated, "In schools with 
enrollments below 100 pupils, 
approximately one-third of the 
principals are women. Only slightly 
over one-fifth of schools enrolling 
1,000 or more students, however, are 
headed by female principals" (p. 6).
The median school size for male 
principals was 440 students. The median 
school size for female principals was 
386 students.
Secondary Principals. More female 
principals than male principals worked 
in small schools. Seventy-five percent 
of the female principals worked in 
schools with 745 students or less 
whereas only 37% of the male principals 
worked in that size of school. Of the 
principalships in schools of 2,000 or 
more students, 14% were held by males 
and only 1% were held by females. No 













No Elementary (K-8) & Secondary (7-12)
Principals. The mean number of students 
enrolled for elementary principals was: 
females— 425 and males— 473. The mean 
number of students enrolled at the 
secondary level was: females— 1,244 and
males 1,063.
Elementary Principals. No test for 
significant difference was performed. 
However, a greater percentage of men 
(41.6%) than women (20.7%) headed 
schools with enrollments of over 400.
Elementary Principals. No test for 
significant difference was applied. 
However, the median enrollment for men 
(663) was higher than that for women 
(588).
Elementary Principals. No test for 
significant difference was applied. 
However, 20% more women than men served 
in a school with a student enrollment 
under 250. Twenty percent more men than 
women served in schools with an 
enrollment of over 450.
Elementary Principals. No test for 
significant difference was applied. 
However, there were no extreme 
differences between the sexes in any of 
the enrollment size categories; most of 
the percentages differed by 1 or 2 
percent.
Yes Elementary Principals. The median
student enrollment for women was 556 and 
for men 539.
Elementary Principals. No test for 
significant difference was performed. 
However, a greater percentage of women 
(31%) than men (16.6%) were principals 
of schools with enrollments under 300 
students.
Elementary Principals (K-8). No test 
for significant difference was 
performed. However, approximately the 
same percentage of male and female 
teaching principals (12%) were in charge 
of a student population of over 400.
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1961 Lepick Elementary Principals. No test for
significant difference was applied. 
However, the men's median enrollment 
(602) was larger than the women's (522).
1961 Youngblood Elementary Principals. No test for
significant difference was applied. 
However, the mens' median enrollment 
(407) was larger than the women's (397).
1958 DESP Elementary Principals. No test for
significant difference was applied. 
However, the males' median enrollment 
(551) was higher than the females'
(512).
1924 Koos Secondary Principals. No test for
significant difference was applied. 
However, 10% of the principals in this 
study were women. The proportion of 
female principals "declines rapidly as 
the size of communities and enrollment 
of high schools increase" (p. 9). 
Twenty-three percent of the principals 
in the category of high schools with a 
median enrollment of 161 students were 
female. Thirteen percent of the 
principalships in the category of 
schools with a median enrollment of 279 
were female. Only 3% of the 
principalships in the category of 
schools with a median enrollment of 579 
were held by females. Lastly, 100% of 
the category of schools with a median 




Studies Concerning the Student Racial Composition of








All Principals. No test of significant 
difference was performed. However, 
approximately 70% of all public schools 
with less than 20% minority enrollment 
were headed by men.
Yes Secondary Principals. A chi-square was
used to analyze the categories: greater
than 50% white and less than 50% white.
A larger percentage of females (22%) 
were principals in a school with a 
student body population less than 50% 





All Principals. No test for significant 
difference was performed. However, a 
greater percentage of white students 
(77%) were enrolled in schools headed by 
male principals than in schools headed 
by female students (70%).
Elementary Principals. No test for 
significant difference was performed. 
However, a greater percentage of women 
(28.3%) than men (22.4%) felt their 
school had a wide diversity in cultural 
background. In addition, a greater 
percentage of men (23.6%) than women 
(20%) felt their schools had many 
disadvantaged students.
Elementary Principals. Even though 
there was no significant difference 
between the sexes, a greater percentage 
of men (28.6%) than women (23.4%) felt 
their student body was widely 
diversified in cultural background.
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Studies Concerning Socio-economic Status of Present School 





1992 Beason Yes Secondary Principals. A chi-square was
used to analyze the categories: lower,
middle, and upper income. A greater 
percentage of females (14%) than males 
(9%) were principals of schools in the 
lower income level.
1980 Olson Elementary Principals. No test for 
significant difference was performed. 
However, women tended to head up poorer 
schools than did men. For example, the 
mean percentage of students on free or 
reduced lunch for women (10.5%) was 
larger than for men (9%). Also, the 
mean percentage of families with income 
in excess of $25,000 was less for women 
(25%) than for men (38%). (It is 
interesting to note all the men and 
women were principals in suburban areas. 
This was not a study where the women 
worked in the urban areas and the men 
worked in the suburban areas.)
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Studies Concerning Perceived Internal Barriers Faced by









No Secondary Principals. There were no
significant differences between men and 
women regarding the following barriers: 
lack of assertiveness, confusion 
regarding life goals, reluctance to take 
risks, poor self-image, and anxieties 
about being a parent while having a 
career.
No Aspirants with Administrative
Certificate. Besides the fact that the 
percentages were not significantly 
different between the sexes, most of the 
respondents did not feel they had 
experienced these barriers: lack of
self-confidence in ability to perform 
managerial roles, reluctance to take 
risks, and personal characteristics 
incongruent with job.
Yes Aspirants with Administrative
Certificate. "Although there were 
significant differences between female 
and male respondents in their 
perceptions of the internal barriers: 
'lack of motivation to advance candidacy 
for administrative positions due to past 
obstacles,' fifteen percent females and 
two percent males, and 'lack of desire 
to assume responsibility,’ seventeen 
percent females and eight percent males, 
this percentage accounts for less than 
twenty percent of the female sample 
population" (p. 114).
1982 Nelson No All Principals. There were no 
significant differences between men and 
women regarding internal barriers.
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Studies Concerning Perceived Interpersonal Barriers Faced




Year Author Difference Findings
1992 Beason Yes Secondary Principals. Lack of a
professional network (males— 12%, 
females— 20%), role models (males— 2%, 
females— 18%), and exclusion from old 
boys/girls network (males— 14%, females- 
-43%) were significantly different. The 
females perceived them as barriers to 
their career advancement.
1992 Beason No Elementary Principals. There were no
significant differences between men and 
women for the following: lack of
support from peers and family, selecting 
wrong career path, lack of incentives, 
and lack of sponsors.
1988 Grant Yes Aspirants with Administrative
Certification. Seventeen percent of the 
female aspirants said they had been 
invited to apply for an administrative 
position compared to 31% of the males.
A greater percentage of men (35%) than 
women (16%) attributed an influential 
sponsor as a bolstering factor to their 
career. A greater percentage of men 
(15%) than women (8%) considered their 
career advancement as just plain luck 
and opportunity. Also significantly 
different between the sexes, and viewed 
as a barrier by 18% of the females and 
10% of the males, was the lack of a 
professional network.
1988 Grant No Aspirants with Administrative
Certification. Neither the males nor 
the females had experienced the lack of 
encouragement from families and peers as 
a barrier to their career advancement. 
Another nonsignificant statistic was 21% 
of the females and 24% of the males 
reported friends and acquaintances were 





1976 Gross & No
Trask
1964 Gross & Yes
Trask
All Principals. The women felt 
significantly more so than men that 
"women tend to receive less university 
encouragement and support from 
institutions of higher education in the 
field of educational administration" (p. 
49). Another significantly different 
response between the sexes was the fact 
more women felt the old boy network was 
a major deterrent to women pursuing 
advancement.
Elementary Principals. Although a 
greater percentage of women (26%) than 
men (17%) reported they had been 
discouraged from becoming a principal, 
the difference was not statistically 
significant.
Elementary Principals. A greater 
percentage of women (89%) than men (78%) 
reported they had been encouraged to 
become a principal. Although no test of 
significant difference was applied, 88% 
of the women and 71% of the men cited 
sources of encouragement from 
professional educators; 32% of the men 
and 20% of the women cited family 
members as a source.
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Table 45
Studies Concerning Perceived Socialization and Sex-Role
Barriers Faced by Male and Female Principals While in
Pursuit of the Principalship
Statistically 
Significant 
Year Author Difference Findings
1992 Beason Yes Secondary Principals. The female
principals (11%) felt that time taken 
away from the career to stay home with 
the children was a barrier to their 
career advancement. Even though none of 
the men in the study had taken time off 
to stay home with their children, 3% 
considered it a barrier to their career. 
A greater percentage of females (13%) 
than males (5%) considered conflict with 
spouse's career as a barrier to their 
career advancement.
1992 Beason No Secondary Principals. There was no
significant difference between men and 
women on the following perceived 
barriers: lack of opportunities for
training and reluctance to leave 
teaching.
1988 Grant No Aspirants with Administrative
Certification. Neither male nor female 
aspirants considered an interrupted 
career span as a barrier.
1982 Nelson No All Principals. The perceived barriers
of home and family responsibilities were 
not significantly different between the 
sexes; neither sex felt family 
responsibilities prohibited women from 
pursuing a principalship. Neither was 
there a significant difference between 
the sexes on whether male principals 
more successfully combine family and 
career than female principals.
1976 Way No Elementary (K-8) & Secondary (7-12)
Principals. The perceived barriers of 
home and family responsibilities were 
not significantly different between the 
sexes; 19% of the females and 10% of the 
males considered it a barrier.
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Table 46
Studies Concerning Perceived Sex Discrimination Barriers




Year Author Difference Findings
1992 Beason Yes Secondary Principals. Sex
discrimination in hiring was viewed by 
4% of the males and 20% of the females 
as a barrier. Negative attitudes toward 
women/men was viewed by none of the men 
and 12% of the women as a barrier. 
Negative attitudes toward men or women 
in administration was viewed by 1% of 
the males and 22% of the females as a 
barrier.
1988 Grant Yes Aspirants with Administrative
Endorsements. Sixty-one percent of the 
females and 39% of the males reported 
preferential hiring and promotion as a 
barrier. Also significantly different 
was the barrier of discrimination; 36% 
of the females and 19% of the males felt 
discrimination had been a barrier.
1982 Nelson All Principals. No test for significant
difference was performed. However, a 
greater number of women (23) than men 
(1) felt that men with less experience 
than women advance faster to the 
principalship because of their sex. No 
percentages were given. However, of the 
respondents returning surveys, 104 were 
women and 96 were men.
1976 Way No Elementary Principals (K-8). Although
not significantly different, employer 
discrimination because of sex was 
considered a barrier by 14% of the women 
and by 4% of the men.
1976 Way Yes Secondary Principals (7-12). Employer
discrimination because of sex was 
considered a barrier by 35% of the women 
and by none of the men.
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1966 Morsink Secondary Principals. No test for 
significant difference was performed. 
However, 33% of the men thought gender 
should be a factor in the selection 
process. Only 13% of the women felt 
that being a women had been a handicap 
in securing a principalship. Sixty-six 
percent of the men felt it was an 




Studies Concerning Perceived Organizational Barriers Faced










Yes Secondary Principals. Lack of
administrative experience was deemed a 
barrier by 21% of the males and 11% of 
the females. Lack of access to informal 
interactions was considered a barrier by 
6% of the men and 20% of the women.
No Secondary Principals. There was no
significant difference between the men 
and women on the following barriers: 
lack of experience, stuck in job with no 
upward mobility, racial discrimination, 
and job requirements eliminating 
eligibility.
Yes Aspirants with Administrative
Certification. Even though more of the 
male respondents (12% more) had some 
sort of administrative experience in 
areas such as the principalship, 
superintendency, central office, and 
directorships, only lack of training and 
experience was significantly different 
with 8% of the females and 15% of the 
males reporting it as a barrier.
All Principals. No test for significant 
difference was applied. However, a 
greater number of women (15) than men 
(1) felt that the underrepresentation of 
women in principalships was partially 
"due to the educational system's sex- 
typing of occupations" (p. 50). A 
greater number of women (13) than men 
(5) felt the chances of becoming a 
principal were enhanced if one had been 
a coach or involved in athletics. Of 
the respondents returning the survey,
104 were women and 96 were men.
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1976 Way No Elementary (K-8) & Secondary (7-12)
Principals. The following barriers were 
not significantly different between the 
sexes: lack of training, education or
experience; lack of available employment 
positions in desired field, employer not 
recognizing aspirant's qualifications, 
and employer discrimination because of 
race and age. (Employer discrimination 
because of race was significant at the 
.10 level for secondary principals with 
6% of the women and none of the men 
reporting this barrier.)
Table 48
Studies Concerning Professional Visibility Strategies Male 
and Female Principals Have Utilized to Overcome Perceived










Yes Secondary Principals. A greater
percentage of women (80%) than men (67%) 
participated in professional 
organizations. A greater percentage of 
females (79%) than males (61%) 
volunteered for committees. A larger 
percentage of women (68%) than men (31%) 
participated in internships.
No Secondary Principals. There were no
significant differences between male and 
female principals for participation in 
community organizations, club 
activities, and taking on extra jobs.
No Elementary Principals (K-6). There were
no significant differences for 
participation in an internship as part 
of graduate training for male and female 
principals.
All Principals. No test for significant 
difference was applied. Both men and 
women participated in principals' 
associations at all levels and in 
teacher unions. The female principals 
in this study were also members of the 
North East Coalition of Educational 
Leaders.
Yes Elementary Principals (K-8). A higher
percentage of women were more likely to 
be members of the following 
organizations: Association for
Supervision and Curriculum Development 
(55.4% to 34.7%); American Association 
of School Administrators (8.3% to 5%); 
American Federation of Teachers (1.2% to 
0%); and, the National Association of 
Elementary School Principals (51.2% to 
45.4%). A higher percentage of men were 
more likely to be members of the 
National Education Association (14.7% to 
11.9%) and the National Association of 
Secondary School Principals (17.4% to
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7.1%). Membership in those 
organizations which proved to be 









All Principals. No test for significant 
difference was applied. However, a 
greater percentage of women than men 
were members of organizations. A 
greater percentage of women than men 
were involved in the AASA (males— 6.1% 
and females— 11.6%); ASCD (males— 21.9% 
and females 43.3%); Phi Delta Kappan 
(males— 29% and females— 32.9%); and the 
NEA (males— 17.9% and females— 26.8%). 
Where the men had greater percentages 
than women, the difference was 
negligible. For example, a greater 
percentage of men (.8%) than women (.6%) 
were members of the AFT. Also, a 
greater percentage of men (67.6%) than 
women (65.2%) were members of a state 
association of administrators and/or 
supervisors. A greater percentage of 
men (59.3%) than women (58.5%) were 
members of local professional 
organizations for administrators.
Yes Elementary Principals (K-6). Forty-two
percent of the females compared to 18.9% 
of the males belonged to the Association 
for the Supervision of Curriculum 
Development. No other memberships in 7 
other associations differed 
significantly.
No All Principals. Even though there was
no significant difference between the 
sexes, the figures will be reported. A 
greater percentage of women (65.6%) than 
men (48.9%) belonged to 3 or more 
professional organizations. On the 
other hand, a greater percentage of men 
(43.3%) than women (38.5%) belonged to 3 
or more social/community organizations.
Middle Level Principals. No test for 
significant difference was performed. 
However, 81% of the women and 64% of the 
men reported active membership in civic 
and political organizations. This study 
was just a survey of participation in 
organizations; it was not a survey of 
strategies used to overcome barriers.
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Yes Elementary Principals (K-6). Except for 
the National Association of Secondary 
Principals, the percentage of female 
membership in all national associations 
surveyed (National Association of 
Elementary School Principals,
Association for Supervision and 
Curriculum Development, American 
Association of School Administrators and 
the National Education Association) was 
significantly higher.
Elementary Principals. No test for 
significant difference was performed. 
However, an equal percentage (100%) of 
both sexes were members of associations 
for elementary school principals. The 
men slightly edged the women by 2 
percent in their involvement in the NEA. 
Again, the men edged the women by 2 
percent in their time given to community 
work. Although the median number of 
hours (4) for time devoted each week to 
lay organizations was the same for both 
sexes, a greater percentage of women 
(30%) than men (20.8%) gave no time at 
all.
Elementary Principals. No test for 
significant difference was used.
However, a greater percentage of women 
(100%) than men (78%) were members of 
professional associations. Men 
participated more in state organizations 
whereas women participated more in 
national organizations (National 
Association of Elementary School 
Principals and National Education 
Association). Males were more active 
than the female principals in all lay 
organizations surveyed (civic or 
service, recreational, youth, fraternal, 
political, and cultural) except for the 
Chamber of Commerce and church groups. 
The percentage of female principals in 
these 2 areas was only slightly higher 
than the male principals.
Elementary Principals. No test for 
significant difference was performed. 
Women held a greater percentage of 
memberships in professional 
organizations in 4 out of 5 categories. 
For example, membership in any state or 
national association of school 
principals was held by 98% of the women 
and 93% of the men. Membership in the 
Iowa Association of Secondary School 






and 1.8% of the men. None of the women 
and 1.8% of the men held membership in 
the National Association of Secondary 
School Principals. Membership in the 
Iowa Association of Elementary School 
Principals was held by 88.9% of the 
women and 88% of the men. Membership in 
the National Association of Elementary 
School Principals was held by 85% of the 
women and 65% of the men.
Elementary Principals. No test for 
significant difference was performed. 
However, women belonged to professional 
organizations in greater proportions 
than the men. Men's median number of 
hours devoted to community activities 
(3.7) was greater than that of the 
women's (3) .
Yes Elementary Principals. Even though this
study did not ask if these memberships 
were strategies to overcome perceived 
barriers, a greater percentage of women 
(65%) than men (39%) belonged to the 
local, state, and national organizations 
of the Department of Elementary School 
Principals (DESP). There was no 
significant difference for participation 
in the NEA alone. Male principals were 
more likely to belong to patriotic 
groups whereas the females were more 
likely to belong to cultural, fraternal, 
health, and intercultural relations 
groups. Men tended to devote more hours 
(3) than women (2) per week to these 
organizations.
Secondary Principals. No test for 
significant difference was performed. 
However, the men were more involved in 
national organizations such as the NEA 
and women were more involved in the 
local educational associations. "In 
summary, all thirty of the principals 
belonged to at least one professional 
organization. The most memberships held 
by a man was six, and the most held by a 
woman was seven. Thirteen of the men 
belonged to three or more organizations, 
fourteen of the women belonged to three 
or more organizations" (p. 129). The 
mean number of community organizations 
memberships was 1.1 for the men and 1.3 
for the women. The males were more 
often members of organizations that were 
exclusively male (i.e., Boy Scouts, 
Rotary, etc.) The most common 







Elementary Principals. No test for 
significant difference was performed. 
Even though this study did not ask if 
these memberships were strategies to 
overcome perceived barriers, the women 
in all instances exceeded the membership 
of men in professional organizations. 
Women were as equally involved in civic 
and service organizations that were open 
to women as the men were involved in 
men's organizations.
Elementary Principals. No test of 
significant difference was performed. 
Even though this study did not ask if 
these memberships were strategies to 
overcome perceived barriers, there was 
little difference between the sexes for 
their participation in national 
associations. However, a greater 
percentage of men than women were 
involved in social, fraternal, state, 
and local principals' associations.
Elementary Principals (K-8). No test of 
significant difference was performed. 
However, there were greater percentages 
of female teaching principals than male 
teaching principals in each type of 
professional organization. For example, 
100% of the women and 93% of the men 
were members of the North Carolina 
Education Association. Ninety-six 
percent of the women and 90% of the men 
were members of the Principals' Division 
of NCEA. Ninety-six percent of the 
women and 76% of the men were members of 
the NEA. Lastly, 56% of the women and 
29% of the men were members in the 
elementary principals' division of NEA.
Elementary Principals. No test for 
significant difference was performed. 
Even though this study did not ask if 
these memberships were strategies used 
to overcome perceived barriers, there 
were a few differences between the 
sexes. Men were more involved in 
community activities such as scouting, 
Red Cross, church work, etc. Men were 
also slightly more involved in service 
clubs such as the Kiwani's, Lion's, 
Rotary, and business clubs. Women 
appeared to be slightly more active in 
professional organizations such as the 





Elementary Principals. No test for 
significant difference was performed. 
However, women were members of more 
professional organizations (4.4 
organizations) than were the men (3.7 
organizations).
Elementary Principals. No test for 
significant difference was applied. 
However, a greater percentage of women 
(49%) than men (37%) were active members 
of a church or other religious 
organization. Likewise, a greater 
percentage of women (38%) than men (34%) 
were active members in business 
organizations or professional clubs. On 
the other hand, men gave a median of 3.9 
hours a week to lay organizational 




Studies Concerning Personal Strategies Male and Female
Principals Have Utilized to Overcome Perceived Barriers 







Yes Secondary Principals. A greater
percentage of women (60%) than men (39%) 
developed time management skills as a 
strategy. A greater percentage of women 
(62%) than men (49%) used positive self­
talk as a strategy for career 
advancement.
No Secondary Principals. There was no
significant difference between men and 
women on the following strategies: 
promoting oneself, setting career goals, 
and improving interviewing skills.
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Table 50
Studies Concerning Professional Strategies Male and Female
Principals Have Utilized to Overcome Perceived Barriers





1992 Beason Yes Secondary Principals. The following 
strategies were significantly different: 
obtained mentor, males— 39%, females—  
58%; utilized an old boy/old girl 
network, males— 13%, females— 23%; 
attended seminars and workshops, males—  
50%, females— 62%; obtained a doctorate, 
males— 21%, females— 31%; relocated to 
take an administrative position, males—  
41%, females— 21%.
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